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From  the  Commander 


I recently  attended  a lunch  hosted  by  the  Asso- 
ciation of  the  United  States  Army.  It  was  billed  as 
! he  Sergeant  Major  of  the  Army’s  luncheon  and 
was  hosted  by  SMA  Jack  Tilley.  Every  year  at  this 
event,  our  recruiters  of  the  year  are  recognized 
and  honored.  This  year,  USAREC  was  repre- 
sented in  a most  outstanding  manner  by  SSG 
Feliece  Cortez,  RA  Recruiter  of  the  Year,  and 
SFC  Elizabeth  Green,  US  AR  Recruiter  of  the 
Year.  What  a super  event. 

At  this  luncheon,  the  Army’s  Chief  of  Staff, 

GEN  Eric  Shinseki,  said  that  the  Army  is  leverag- 
ing readiness  on  the  backs  of  soldiers  and  family 
members.  His  point  was  that  everywhere  he  goes, 
he  sees  soldiers  (and  families)  doing  more  than 
they  are  asked  to  because,  as  he  said,  “Soldiering 
is  an  affair  of  the  heart.” 


The  CS  A was  talking  about  all  soldiers, 
including  you,  the  Army’s  recruiters.  Just  about 
everywhere  I go,  I am  being  congratulated  on 
your  success  in  making  mission  in  FY  00  — it's 
wonderful  to  see  how  the  rest  of  the  Army  now 
feels  some  ownership  in  the  recruiting  process. 
What  the  rest  of  the  Army  doesn’t  see,  how- 
ever, is  the  hard  work  you  performed  and  the 
sacrifices  you  and  your  families  made  to  bring 
FY  00  to  a successful  close. 


In  fact,  let  me  quote  the  CS  A and  give  you  some 
of  my  thoughts  on  his  words.  He  said: 

“America  is  reaping  the  benefit  of  our  soldiers’ 
service.  Our  Nation  enjoys  a vibrant  standard  of 
living,  the  best  standard  of  living  in  the  world.  It’s 
the  envy  of  the  world.  At  significant  personal 
sacrifice,  soldiers  guarantee  that  way  of  life,  but 
they  and  their  families  do  not  share  in  it  fully. 

“Soldiering  is  an  affair  of  the  heart.  Our  soldiers 
are  proud  and  they’re  capable  and  they’re  honor- 
able, and  they  perform  every  mission  we  ask  of 
them,  and  they  do  it  far  better  than  we  ever 
expect.  We  can  all  be  proud  of  them,  because 
they  so  ably  shoulder  the  responsibilities  of  na- 
tional security. 

“. . . They  volunteer  for  hardship  and  sacrifice. 
And  as  I tell  everyone,  they’re  a tremendous 
bargain  for  this  Nation.  American  soldiers  have 
provided  far  more  in  readiness  than  we  have 
paid  for.” 


You  are  at  the  point  of  the  spear  every  day, 
in  every  town  and  county  across  our  Nation. 
You  are  the  Army’s  ambassadors  to  a public 
that  no  longer  knows  the  military,  except  what 
they  see  on  the  news  or  in  fictionalized  screen- 
plays. You  are  the  Army’s  reality  — you  have 
the  skills,  the  training,  and  the  experience  to 
speak  credibly  about  what  the  Army  has  to 
offer  a young  person. 

I have  great  faith  in  your  ability.  After  all,  you 
are  the  successful  recruiting  force  of  FY  00. 1 
am  also  very  aware,  that  you  are  already 
working  hard  on  this  year’s  mission.  The  CSA 
believes  that  training  and  leader  development 
are  critical  to  our  Army.  These  two  points  are 
the  underpinnings  of  future  success,  for  recruit- 
ing as  well  as  other  units.  My  personal  commit- 
ment is  to  do  everything  I can  to  ensure  your 
success,  USAREC’s  success,  and  our  Army’s 
success. 

On  Point  for  the  Army ! 

Proud  to  be  Here,  Proud  to  Serve ! S 
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Awards 

Make  recognizing  soldiers  a priority 


As  we  focus  on  achieving  the  1st  quarter  mission,  each  of  your 
battalions  will  be  celebrating  the  organizational  and  individual  accom- 
plishments of  FY  00.  Several  battalions  still  have  stand-alone 
conferences,  but  the  majority  will  combine  resources  with  another 
battalion  to  provide  the  best  in  training  opportunities.  I try  getting  to 
as  many  Annual  Training  Conferences  as  possible.  It  gives  me  the 
opportunity  to  speak  with  and  hear  from  you.  Of  course,  I do  enjoy 
helping  you  celebrate.  Unfortunately,  even  with  the  reduced  number  of 
conferences,  I still  can’t  get  to  them  all.  I’ve  attended  more  the  last 
two  years  than  all  the  previous  years  combined.  In  these  past  two 
years.  I’ve  also  seen  an  increasing  trend  that  concerns  me.  I want  to 
share  with  you  this  observation.  So,  the  subject  of  this  article  is 
awards. 

The  most  common  awards  earned  by  the  USAREC  recruiter  are  the 
stars  and  badges.  I’m  concerned  about  the  way  some  of  these 
presentations  are  made.  I recently  attended  an  Annual  Training 
Conference  out  west.  Every  company  held  an  evening  party  after  the 
first  day  of  training.  Spouses  participated,  and  the  attire  was  civilian 
casual. 

Food  and  beverages  (alcohol  and  non-alcohol)  were  available. 

Toward  the  end  of  the  party  the  CLT  gathered  everyone  together  to 
hand  out  awards.  Several  recruiters  earned  gold  and  sapphire  stars. 
Their  names  were  called,  and  the  NCOs  came  forward  to  receive  their 
award  and  orders.  There  were  no  comments  made  about  the  soldiers  or 
their  accomplishments.  On  the  last  day  of  the  conference  the  battalion 
was  seated  together  for  several  mandatory  classes  (i.e.  safety,  stan- 
dards of  conduct,  etc).  The  uniform  was  civilian  casual.  The  BLT 
came  forward  after  the  third  class  to  present  the  gold  badge  award. 

The  names  of  about  a dozen  soldiers  were  called  and  each  one  filed  to 
the  front.  The  commander  gave  them  their  badge  still  in  the  box  and 
shook  their  other  hand.  That  was  it.  The  commander  lost  the  signifi- 
cance of  what  his  soldiers  had  accomplished.  These  types  of  presenta- 
tions diminish  the  award.  I don’t  know  what  the  recipients  expecta- 
tions were,  but  I was  disappointed. 

The  majority  of  soldiers  I speak  with  can  tell  me  exactly  how  many 
points  they’ve  earned  toward  their  next  award.  It  means  something  to 
them.  It’s  important  that  leaders  understand  it’s  important  to  the 
soldier.  This  also  includes  timely  processing  and  presentation  of  the 
award.  I often  find  a recruiter  who  has  yet  to  receive  an  award  earned 
three  or  more  months  ago.  I wonder  if  the  NCOs  wearing  the  same 
awards  believe  earning  the  stars,  badges,  and  rings  is  any  easier  today; 
that  somehow  they  won’t  mean  as  much  to  the  recipient.  Maybe  they 
just  forgot  what  it  felt  like  to  earn  it.  Not  me.  The  gold  badge  in 
particular  meant  more  to  me  than  any  other  USAREC  award. 

To  me  it  separated  the  rookie  from  the  expert  recruiter.  I remember 
being  at  company  training.  The  CLT  called  my  name  to  come  forward. 

I was  surprised  when  my  wife  walked  in.  The  First  Sergeant  read  the 
history  of  the  badge,  mentioned  my  accomplishments  while  the 
commander  and  Jackie  pinned  the  badge  on  my  jacket.  To  this  day  the 
first  thing  I look  for  on  a recruiter’s  uniform  is  the  color  of  the  badge. 
Flanding  an  award  still  in  the  box  makes  it  cheap  and  undermines  the 
contribution  of  the  recipient. 

The  presentation  of  the  ring  and  medallion  should  always  be  done 
ceremoniously.  The  spouse  should  always  be  present  as  they  have 
also  earned  the  recognition.  Not  many  years  ago  only  a general  officer 


CSM  Roger  Leturno 


-,  the  USAREC  CSM  and  other 
MACOM  CSMs  were  included.  Today  just  about  anyone  gives  these 
awards.  Too  much  care  cannot  be  given  to  make  this  a meaningful 
event. 

I’ve  noticed  the  plaques  and  trophies  presented  at  our  conferences 
don’t  match  up  well  with  the  categories  of  presentation.  As  an 
example  — The  support  soldiers  and  civilians  of  the  year  received  the 
same  award  as  the  recruiters  who  achieved  mission  box  for  the  year.  I 
don’t  see  these  achievements  as  equivalent.  Mission  box  for  the  year 
is  tough.  Two  years  ago  most  battalions  could  count  on  two  hands  the 
number  of  mission  box  recruiters  in  the  organization.  I’ve  seen  the 
extremes.  In  one  battalion  the  recruiter  gets  a plaque,  another  battalion 
the  recruiter  gets  an  Army  Achievement  Medal.  Which  would  you 
want?  Maybe  USAREC  needs  to  standardize  the  awards  program.  I’d 
be  interested  in  your  thoughts. 

Speaking  of  Army  awards  — These  should  be  given  out  when  the 
soldiers  are  in  uniform.  When  given  out  at  conference  dinners  it  is 
inappropriate  to  read  attention  to  orders  or  every  order  individually. 
Use  appropriate  settings  and  common  sense  for  presentations. 

We  still  need  lots  of  work  getting  Army  awards  turned  in  on  time. 
Requests  for  Meritorious  Service  Medal  and  higher  come  through 
USAREC  Headquarters.  Almost  every  PCS  and  retirement  award 
arrives  late.  As  a result  the  gaining  unit  ends  up  presenting  the  award. 
What  do  they  know  about  the  soldier?  They  can’t  relate  to  the 
soldier’s  achievements  because  they  haven’t  shared  the  experience. 
Retirement  awards  submitted  late  are  far  worse.  I wrote  an  article  two 
years  ago  about  this.  Never  send  them  to  the  soldier’s  home.  They 
deserve  better. 

There  is  one  other  award  category  that  deserves  mentioning  because 
it’s  under  used.  The  achievement  award. 

When  it  comes  to  submitting  Army  awards,  the  AGR  recruiter  is 
probably  the  most  forgotten  soldier  in  the  command.  Occasionally  I'll 
run  into  a very  senior  AGR  recruiter  whose  highest  award  is  the 
ARCOM.  For  years  he/she  has  performed  consistently.  But  they’ve 
never  PCSd  so  no  one  thinks  about  submitting  them  for  an  award. 

I know  an  AGR  recruiter  who’s  been  on  mission  for  19  years.  She 
started  a year  after  me  and  never  left  the  area.  She’s  earned  every 
USAREC  award  we  can  give  yet  only  wears  the  ARCOM.  This  is 
tragic,  and  it’s  not  taking  care  of  soldiers. 

Soldiers  expect  to  be  recognized  for  their  performance  and  rewarded 
appropriately.  Like  counseling,  it  reinforces  positive  performance  and 
improves  poor. 

I know  we’re  focused  on  mission,  but  we  have  to  remember  the 
soldier  stuff  too.  Add  them  to  your  list  of  goals  and  objectives  for 
FY  01. 

Good  recruiting. 
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Services  work  to  boost 
number  of  Hispanic 
recruits 

by  SSG  Kathleen  T.  Rhem 
American  Forces  Press  Service 

As  America  becomes  more  diverse, 
the  military  services  are  working  hard  to 
keep  pace  and  offer  opportunities  for 
everyone. 

“The  services  are  working  particularly 
hard  to  increase  the  number  of  Hispanic 
recruits.  The  Army,  for  instance,  added 
more  than  $10  million  to  its  recruiting 
budget  this  year  for  advertising  aimed  at 
Hispanic  audiences,”  said  Army  MAJ 
Kathleen  Johnson,  chief  of  the  Army 
Recruiting  Command’s  Local  Advertising 
and  Promotions  Division  at  Fort  Knox, 

Ky. 

All  the  services  are  targeting  advertis- 
ing to  markets  with  high  Hispanic 
populations.  They’re  running  ads  in 
Spanish  and  English  in  publications  with 
high  Hispanic  readership,  as  well  as 
running  Spanish  ads  on  several  major 
Spanish-speaking  television  networks  in 
the  United  States  and  Puerto  Rico. 

Military  recruiting  representatives 
noted  the  Spanish-language  ads  aren’t 
necessarily  targeting  the  potential 
recruits,  most  of  whom  have  fine  English 
skills.  Rather,  they’re  intended  for  family 
members  and  educators  who  influence 
young  peoples’  decisions  to  join  a 
military  service. 

“We’re  more  likely  to  encounter 
‘influences’  — moms,  dads,  coaches, 
educators  — who  communicate  predomi- 
nantly in  Spanish,”  said  MSG  Tom 
Clements,  a spokesman  for  Air  Force 
Recruiting  Service  at  Randolph  Air  Force 
Base,  Texas.  “Annual  surveys  of  our 
basic  trainees  say  the  vast  majority  of 
our  recruits  still  discuss  their  options 
with  family  members,”  he  added,  high- 
lighting the  importance  of  reaching  both 
the  influencers  and  potential  recruits. 

Most  of  the  people  entering  the 
military  today  were  educated  in  American 
schools,  but  that’s  not  necessarily  the 
case  among  their  parents  and  older  family 
members,  said  Marine  SSG  Bruce  Katz, 
advertising  chief  for  Marine  Corps 
Recruiting  Command  at  Marine  Corps 
Base  Quantico,  Va. 


The  Army  also  advertises  in  Spanish 
“to  be  respectful  of  the  Hispanic  cul- 
ture,” Johnson  added.  In  addition,  some 
of  the  services  have  Spanish-language 
versions  of  their  recruiting  pamphlets 
and  literature,  and  all  literature  is  “de- 
signed to  show  our  cultural  mix,”  said 
MSG  Juan  Demiranda,  an  Air  Force 
Recruiting  Command  account  executive. 

Service  representatives  also  partici- 
pate in  conferences  of  major  Hispanic 
professional  and  cultural  organizations. 
They  give  presentations,  and  they  set  up 
booths  so  interested  individuals  can  meet 
with  Hispanic  service  members  and  learn 
about  opportunities  in  the  military. 

Military  representatives  also  partici- 
pate in  the  annual  conferences  of  such 
organizations  as  the  League  of  United 
Latin  American  Citizens,  the  Hispanic 
Engineering  National  Achievement 
Awards  Convention,  the  United  Council 
of  LaRaza  and  the  Mexican  American 
Engineers  Society. 

“Through  our  involvement  with  these 
organizations  and  the  opportunities 
through  their  national  conferences  and 
conventions,  the  Marine  Corps  is  able  to 
present  what  it  has  to  offer  a young 
American  of  Hispanic  descent,”  Katz 
said.  His  Air  Force  and  Army  counter- 
parts echoed  the  sentiment. 

“The  Army  is  proud  to  attempt  to 
connect  to  the  American  public  at  this 
grass-roots  level,”  Johnson  said. 

The  Army,  going  even  further  than  the 
other  services  to  attract  nonnative- 
English  speakers,  helps  some  recruits 
learn  basic  English  before  they  report  to 
basic  training.  Most  are  from  Puerto  Rico, 
but  Army  CPT  Ed  Weissing,  commander 
of  Company  E,  Defense  Language 
Institute  English  Language  Center  at 
Lackland  Air  Force  Base,  Texas,  said  the 
center  currently  has  students  who  speak 
Korean  and  even  Ukrainian. 

Weissing  explained  the  program’s 
purpose  is  to  improve  recruits’  English 
skills  to  the  level  they  need  to  be 
successful  in  military  basic  and  technical 
training.  He  said  the  program’s  500 
students  per  year  take  an  average  of  14 
weeks  of  training  to  reach  that  level  of 
competency. 

The  other  services  require  recruits  to 
be  fluent  in  English  before  enlistment. 

“So  many  of  our  career  fields  are  so 


very  technical  that  English  proficiency  is 
really  very  important,”  the  Air  Force’s 
Clements  said. 

The  Marine  Corps’  Katz  noted  that 
once  recruits  are  accepted  for  enlistment, 
“they’re  going  to  be  communicated  to  in 
English.” 

The  Army  and  Navy  also  try  to  place 
available  Spanish-speaking  recruiters 
into  vacancies  in  areas  with  high 
populations  of  Spanish  speakers. 

“Our  recruiters  say  it’s  always  more 
effective  to  be  able  to  communicate  well 
with  somebody,”  Johnson  said.  "When 
you’re  dealing  with  influencers  it  really 
helps  to  be  able  to  speak  their  language.” 

Hispanic  Americans  comprise  1 1 .7 
percent  of  the  population.  The  services’ 
efforts  are  paying  off  in  numbers  and 
increased  diversity  of  the  force. 

Services  consolidate 
exchange  charge  cards 

by  Gerry  J.  Gilmore 
American  Forces  Press  Service 

Life  is  simpler  for  military  exchange 
customers:  Now  there’s  just  one  charge 
card  instead  of  two. 

DoD  mandated  the  consolidation  of 
the  Delayed  Payment  Plan  charge  card 
issued  by  Army  and  Air  Force  Exchange 
Service  and  the  NEXCARD  used  in  Navy 
and  Marine  exchanges,  said  Connie 
Gordon,  general  manager  of  the  AAFES 
facilities  at  Fort  Belvoir,  Va.  The  Military 
Star  Card  is  the  result,  she  said. 

The  Star  Card  will  be  accepted  at  most 
of  the  AAFES,  Navy,  Marine  Corps,  and 
Coast  Guard  Exchange  activities,  to 
include  catalog  and  military  clothing 
stores  operated  by  AAFES  and  Marine 
Corps  exchanges,  Gordon  said.  Previ- 
ously, the  only  exchange-issued  cards 
that  stores  honored  were  their  own 
command’s. 

“We  expect  the  Marine  Corps  and 
Coast  Guard  to  be  opening  up  more  sites 
to  accept  the  Military  Star  Card  very 
soon,”  she  said. 

AAFES,  the  Naval  Exchange  Service 
Command,  the  Marine  Corps  Exchange 
Service,  and  the  Coast  Guard  have 
approved  the  new  card  for  use,  she  said. 
The  official  implementation  date  was 
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Sept.  3,  she  added,  but  DPP  cardholders 
in  good  credit  standing  began  receiving 
their  Star  Cards  in  the  mail  weeks  ago. 

Customers  are  asked  to  destroy  their 
old  DPP  and  NEXCARD  cards  upon 
receipt  of  their  new  Star  Card,  according 
to  exchange  officials.  Customers  may  still 
use  old  cards  until  Dec.  3 1 ; only  the  Star 
Card  will  be  accepted  after  that. 

The  Star  Card  cannot  be  used  at  Class 
VI  package  stores  or  exchange  theaters. 
They  also  cannot  be  used  at  food  courts, 
which  usually  are  operated  by  contrac- 
tors. 

• Authorized  customers  who  haven’t 
received  their  new  Star  Card  should  call 
the  following  numbers  after  Nov.  1 : 

• 1-877-891-STAR  CONUS  (includes 
Alaska  and  Hawaii)  toll  free. 

• 01 30-81  -2469  Germany  (toll  free). 

• 0053 1-11 4239  Okinawa,  Japan  (toll 
free). 

• 8008-72683  Italy  (toll  free). 

• 00308- 1 30663  Korea  (toll  free). 

• 800-96- 1 843  United  Kingdom  (toll 
free). 

• 0053 1-11  -4239  Japan  (toll  free). 

• 0800- 1 -6374  Belgium  (toll  free). 

• 1800-546-7 195  Guam  (toll  free). 

• 214-31 2-6030  Turkey,  Saudi  Arabia, 
Spain,  Norway,  Crete,  Netherlands 
(Collect). 

Gordon  said  the  new  card  features 
redesigned  balance  statements  designed 
to  help  customers  better  manage  their 
accounts.  The  Star  Card  carries  a 14.25 
interest  rate,  the  same  rate  as  the  cards  it 
supercedes,  said  AAFES  customer 
service  agent  Stacy  Martinez.  That  rate, 
she  said,  is  competitive  with  similar  store 
credit  cards. 

Use  of  the  Star  Card  benefits  the 
entire  military,  Gordon  said. 

“The  earnings  that  come  from  this 
card  are  plowed  back  into  the  military 
community  in  the  form  of  morale,  welfare, 
and  recreation  dividends,”  she  said.  “It  is 
a special  benefit  for  customers  (and)  a 
win-win.” 

For  more  information  about  the 
Military  Star  Card  program,  visit  the 
AAFES  Web  site  at  www.aafes.com  or  the 
Marine  Corps  Electronic  Shopping  Mall 
at  www.usmc-mccs.org.  The  Naval 
exchange  service  Web  site  address  is 
navy-nex.com.  The  Coast  Guard  Ex- 
change Service  has  no  Web  home  page. 


Some  active  duty  troops 
cleared  for  laser  eye 
surgery 

by  SSG  Kathleen  T.  Rhem 
American  Forces  Press  Service 

With  only  a few  exceptions,  active 
duty  soldiers,  sailors,  airmen,  and 
Marines  are  allowed  to  have  their  vision 
corrected  with  laser  eye  surgery  and  not 
worry  about  it  affecting  their  careers. 

Service  officials  have  been  studying 
photorefractive  keratectomy,  or  PRK,  and 
laser  in-situ  keratomileusis,  commonly 
called  LASIK,  the  two  most  common 
procedures,  almost  since  their  outset  and 
are  convinced  they’re  safe  for  military 
members  in  most  career  fields. 

PRK  involves  correcting  vision  by 
using  a laser  to  remove  surface  corneal 
tissue.  In  LASIK,  the  surgeon  cuts  a flap 
in  the  cornea,  flips  it  aside,  removes 
corneal  tissue  with  a laser,  and  flips  the 
corneal  flap  back  into  place. 

Members  do  need  to  be  evaluated  by 
a medical  board  after  receiving  the  now- 
rare  radial  keratotomy,  RK,  the  first 
common  vision-correction  surgical 
procedure.  RK  involved  shaping  the 
cornea  with  spoke-like  scalpel  cuts  that, 
service  medical  officials  insisted, 
weakened  the  eye  structure  and  put 
members  at  risk  in  military  operating 
environments. 

Service  officials  outlined  the  restric- 
tions on  their  active  duty  members. 

Current  Air  Force  rules  prohibit 
aviators  and  “special  duty”  personnel  — 
pilots,  flight  surgeons,  and  engineers, 
pararescue  and  air  traffic  controllers,  for 
example  — from  receiving  any  type  of 
laser  eye  surgery,  according  to  Dr.  (COL) 
Arleen  Saenger,  the  service’s  chief  of 
physical  standards.  Air  Force  officials, 
however,  are  coordinating  a waiver  policy 
that  would  allow  aviation  and  special 
duty  personnel,  including  limited 
numbers  of  pilots,  to  obtain  PRK  — but 
not  LASIK.  Saenger  said  the  policy 
change  approval  is  expected  soon. 

She  said  the  Air  Force  doesn’t 
prohibit  other  personnel  from  refractive 
surgery,  but  it  considers  both  PRK  and 
LASIK  to  be  elective  surgery  that  neither 
it  nor  TRICARE  covers.  Airmen  seeking 
either  procedure  must  be  on  leave,  and 


they  must  notify  and  be  counseled  by 
the  TRICARE  benefits  adviser  at  their 
nearest  military  medical  treatment  facility 
within  three  days  of  surgery,  she  added. 

Navy  policy  disqualifies  its  aviators 
from  flying  duty  if  they  have  either 
procedure,  CPT  Charles  Barker  said. 
Barker  is  the  director  of  aerospace 
medicine  for  the  Navy’s  Bureau  of 
Medicine  and  Surgery  here. 

“If  they  go  out  and  get  this  on  their 
own,  don’t  tell  anybody,  and  get 
caught,  they’re  not  physically  qualified 
and  they  would  have  to  be  reassigned 
to  some  other  general  duty  to  finish 
their  obligation,”  he  said. 

Barker  said  Navy  policy  may  be 
affected,  however,  by  two  ongoing 
studies  into  the  effects  of  laser  eye 
surgery  on  aviators.  Navy  pilots 
enrolled  in  these  studies  can  receive  a 
waiver  to  remain  on  flying  status. 

Navy  SEALs  and  divers  are  allowed 
to  receive  PRK,  but  not  LASIK.  “LASIK 
continues  to  be  disqualifying  with  no 
waiver  recommended  for  SEALs  and 
divers,”  he  said. 

Sailors  and  Marines  are  required  to 
have  their  commander’s  approval  before 
having  either  procedure  done,  and  they 
must  be  cleared  by  service  medical 
personnel  before  they  can  return  to 
duty.  Barker  said.  Complete  information 
concerning  the  Navy  Department  policy 
on  corrective  eye  surgery  is  available  on 
the  Internet  at  http://navymedicine. 
med.navy.mil/PRK/refractive_surgery_ 
information.htm . 

Army  aviators  will  flunk  their  flight 
physicals  if  they  have  PRK  and  LASIK, 
but  the  Army  is  different  from  the  other 
services  in  that  it’s  providing  PRK  free 
to  certain  soldiers,  said  Army  Dr.  (LTC) 
Vernon  Parmley,  director  of  the  Cornea 
Service  at  Madigan  Army  Medical 
Center,  Fort  Lewis,  Wash. 

Womack  Army  Medical  Center  at  Fort 
Bragg,  N.C.,  has  been  performing  free 
PRK  laser  eye  surgery  on  active  duty 
soldiers  since  June  1.  The  highest 
priority  there  goes  to  Special  Forces 
soldiers.  Rangers,  and  soldiers  in  some 
frequently  deployed  units. 

Army  medical  officials  say  the 
service  plans  to  offer  the  procedure  at 
four  more  centers  by  mid-200 1 . More 
information  on  the  Army  policy 
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concerning  laser  vision  correction  is 
available  at  http:// 

www.annymedicine.army.mil/annymed/ 

default2.htm. 

Officials  from  all  the  services 
stressed  the  importance  of  research 
before  having  any  elective  procedure. 

“This  is  surgery  on  your  eyes,”  said 
the  Air  Force’s  Saenger.  All  surgery 
carries  inherent  risks,  she  said,  and  that 
fact  is  unfortunately  downplayed  or 
ignored  in  PRK  and  LASIK  ads. 

“Don’t  rely  on  any  one  person,  any 
one  web  site,  any  one  source  to  give 
you  the  entire  story  about  the  risks  and 
the  benefits,”  Saenger  said.  “People 
really,  really  need  to  make  an  informed 
decision.  It’s  not  like  glasses  or  con- 
tacts that  you  can  change  if  they’re  not 
quite  right.” 

Defense  officials 
announce  plan  to 
replace  food  stamps 

by  SSG  Kathleen  T.  Rhem 
American  Forces  Press  Service 

Service  members  who  qualify  for  food 
stamps  — and  some  who  don’t  — may 
soon  get  debit  cards  to  use  in  commissar- 
ies, DoD  officials  announced  July  28. 

Defense  Secretary  William  S.  Cohen 
told  reporters  at  the  Pentagon  that  the 
DoD-issued  cards  would  be  credited  with 
a fixed  monthly  value  based  on  the  user’s 
rank  and  family  size.  The  new  plan  would 
be  optional  for  members  and  cost  the 
department  $3 1 .5  million  per  year. 
Members  can’t  participate  in  both 
programs. 

Cohen  called  the  cards  necessary 
because  Agriculture  Department  food 
stamp  rules  create  an  inequity  between 
service  members  who  live  on  base  and 
those  who  live  off.  Under  current  food 
stamp  eligibility  guidelines,  the  value  of 
base  family  housing  isn’t  counted  as 
income,  but  housing  allowances  for  those 
who  live  off  base  are.  All  other  things 
being  equal,  then,  families  living  on  base 
appear  to  be  needier  than  those  living  off 
base. 

The  debit  cards  would  end  the 
inequity  by  not  counting  housing 
allowances  as  income,  DoD  officials  said. 


This  probably  means  more  service 
members  would  receive  cards  than 
currently  receive  food  stamps  — but  it’s 
fair,  they  said. 

Cohen  also  said  the  proposed  debit 
card  program  would  be  more  convenient 
because  it  would  be  administered  by 
installations  and  members  wouldn’t  have 
to  travel  to  state  food  stamp  offices.  The 
cards  would  give  members  up  to  30 
percent  more  buying  power  because  of 
commissaries’  lower  prices,  he  sug- 
gested. 

Officials  are  adding  provisions  for 
cash  allowances  for  remotely  located 
service  members  who  do  not  have  ready 
access  to  a commissary. 

Defense  officials  have  said  a cash 
allowance  to  members  who  qualify  for 
food  stamps  wouldn’t  work  because  that 
could  create  situations  where  lower- 
ranking  individuals  are  paid  more  than 
their  superiors. 

“We  tried  also  to  take  into  account 
that  our  pay  scales  depend  upon  rank, 
responsibility  (and)  years  of  service,  and 
we  want  to  keep  that  basic  core  of  our 
compensation  schedules.  This  allows  the 
military  to  have  control  and  address  the 
needs  of  families  who  need  assistance,” 
Cohen  said  of  the  card  proposal. 

The  plan  needs  congressional 
approval.  Cohen  said  the  idea  already 
has  support  from  members  of  the  House 
and  Senate  armed  services  committees. 

Navy  CPT  Elliott  Bloxom,  DoD’s 
director  of  compensation,  said  the  plan 
will  likely  be  covered  in  the  fiscal  2002 
budget  request  and  take  effect  Oct.  1, 
2001. 

The  military  doesn’t  keep  statistics  on 
members  receiving  food  stamps,  but  DoD 
officials  have  estimated  that  about  6,300 
households  participate.  That’s  less  than 
one-half  percent  of  the  force,  they  said, 
and  the  members  in  question  generally 
have  larger-than-average  families. 

Army  begins  issue  of 
new  PT  uniform 

by  Gary  Sheftick 
Army  News  Service 

The  Army  began  issuing  the  “Im- 
proved Physical  Fitness  Uniform”  to 
basic  trainees  Aug.  15. 


On  the  same  date,  the  new  shorts, 
shirts,  and  warm-up  uniform  hit  the 
display  racks  at  Clothing  Sales  Stores  on 
most  Army  posts,  despite  shortages  in 
some  sizes. 

“My  staff  loves  the  new  uniform,” 
said  1SG  Charles  Hire  of  the  company 
that  runs  the  Reception  Station  at  Fort 
Jackson,  S.C.  He  bought  the  new 
physical  training  clothes  the  same  day 
his  staff  began  issuing  the  PT  uniform  to 
incoming  trainees. 

“The  shirt  actually  wicks  away 
moisture  and  seems  to  wash  better  than 
the  other  shirt,”  Hire  said.  He  added  that 
the  new  shorts  don’t  seem  to  stretch  as 
much  as  the  old  ones  and  don’t  stain  as 
easily. 

“Used  to  be  when  you  finished  PT, 
you  see  the  whole  group  walk  away  with 
big  brown  spots  (grass  stains)  on  their 
butts,”  Hire  said,  explaining  this  doesn’t 
happen  with  the  new  PT  uniform. 

The  new  PT  uniform  consists  of  a gray 
and  black  jacket  with  a reflective  stripe 
costing  $55.80;  black  pants  priced  at 
$28.80;  black,  moisture-wicking  trunks 
with  reflective  letters  priced  at  $ 1 0.35 ; a 
gray,  moisture-wicking,  short-sleeved  T- 
shirt  with  reflective  letters  costing  $6.10; 
and  a gray,  moisture-wicking,  long- 
sleeved  T-shirt  with  reflective  letters 
priced  at  $7.90.  The  total  cost  of  the 
entire  uniform  is  $108.75. 

The  mandatory  possession  date  for 
the  Improved  Physical  Fitness  Uniform, 
or  IPFU,  is  not  until  Oct.  1 , 2003,  and 
officials  said  the  old  PT  uniform  can  be 
worn  until  then. 

For  the  next  three  years,  commanders 
should  expect  to  see  some  soldiers 
wearing  the  old  PT  uniform  and  some  the 
new,  said  Martin  Fadden,  acting  chief  of 
the  Clothing  and  Individual  Equipment 
Team  for  the  Army’s  Deputy  Chief  of 
Staff  for  Logistics. 

While  individual  soldiers  may  choose 
to  wear  the  old  items  until  the  wear-out 
date  or  purchase  the  new  one  as  soon  as 
possible,  Fadden  said  they  cannot  “mix 
and  match”  wearing  the  old  and  new.  For 
instance,  he  said  wearing  the  old  trunks 
with  the  new  shirt  is  not  authorized. 

Pants  and  shirt  must  always  be  from  the 
same  uniform,  he  said. 

For  the  next  three  years,  about  $30  of 
soldiers’  clothing  replacement  allowance 
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annually  will  be  based  on  the  increased 
cost  of  the  new  PT  uniform,  Fadden  said. 
He  said  soldiers  receive  this  allowance 
on  the  anniversary  of  their  enlistment. 

“The  clothing  replacement  allowance 
that  every  enlisted  soldier  receives  is 
adjusted  every  year  based  on  new  cost 
for  uniform  items  and  the  projected  wear 
life,”  Fadden  said,  “so  a soldier  can 
replace  uniforms  as  they  wear  out.” 

Army  National  Guard  and  Army 
Reserve  soldiers  do  not  receive  the 
annual  allowance,  so  reserve  component 
units  will  begin  an  Issue-in-Kind  replace- 
ment of  the  old  PT  uniform  beginning  in 
October,  Fadden  said. 

Drill  sergeants  were  the  first  to  receive 
the  new  PT  uniform.  They  received  a 
one-time  supplemental  issue  of  IPFUs  so 
they  would  have  them  prior  to  basic 
trainees  at  Fort  Jackson,  S.C.;  Fort 
Benning,  Ga.;  Fort  Knox,  Ky.;  Fort 
Leonard  Wood,  Mo.;  and  Fort  Sill,  Okla. 

Upon  reporting  to  basic  training,  new 
soldiers  will  receive  three  pairs  of  trunks, 
two  long-sleeved  T-shirts,  three  short- 
sleeved  T-shirts,  two  gray  sweatpants, 
and  two  gray  sweatshirts  (these  are 
different  from  the  current  PT  sweatshirts 
and  sweatpants).  One  of  each  of  these 
items  will  be  used  for  the  quality-of-life 
initiative  or  barracks  living.  The  gray 
sweatpants  and  sweatshirts  will  be 
issued  to  trainees  only,  and  will  not  be 
available  for  purchase  in  Clothing  Sales 
Stores. 

Upon  graduation  from  basic  training, 
the  new  soldiers  will  receive  their  black 
warm-up  pants  and  jacket.  Saving  the 
most  expensive  items  until  graduation 
emphasizes  the  new  soldiers’  “Rite  of 
Passage,”  DCSLOG  officials  said. 

By  October  2003,  all  soldiers  will  be 
required  to  have  one  jacket,  one  pair  of 
pants,  two  pairs  of  trunks,  two  short- 
sleeved  T-shirts,  and  one  long-sleeved  T- 
shirt. 

Right  now,  some  of  Clothing  Sales 
Stores  have  been  experiencing  “severe 
shortages”  of  the  new  jacket  and  warm- 
up pants,  and  may  have  shortages  in 
some  sizes  of  other  new  PT  uniform 
items,  Fadden  said. 

Commanders  may  authorize  the  wear 
of  the  new  PT  uniform  with  the  dark  knit 
cap;  commercial  running  shoes;  calf- 


length  or  ankle-length  plain  white  socks 
with  no  logos;  gloves;  reflective  belts  or 
vests;  long  underwear;  and  other  items 
appropriate  to  the  weather  conditions 
and  type  of  activity.  If  soldiers  wear  long 
underwear  or  other  similar  items,  officials 
said  they  must  conceal  them  from  view 
with  the  jacket  and  pants. 

When  wearing  the  new  PT  uniform, 
the  jacket  sleeves  should  be  kept  down 
and  not  rolled  up,  officials  said.  The  legs 
of  the  pants  should  also  never  be  rolled 
up,  they  said,  and  the  shirt  should  be 
tucked  inside  the  trunks. 

The  PT  uniform  is  authorized  for  wear 
in  transit  between  home  and  duty  station, 
DCSLOG  officials  said.  They  said 
commanders  may  also  authorize  soldiers 
to  wear  the  uniform  off-duty  and  off  the 
installation. 

Computerized  ID  card 
test  begins 

Army  News  Service 

Three  Army  installations  will  begin 
“beta  testing”  this  month  of  a new 
identification  card  with  an  embedded 
computer  chip  containing  personnel 
information.  Barring  any  major  complica- 
tions found  during  testing,  officials  said 
the  card  will  be  fielded  to  the  rest  of  the 
Army  beginning  early  next  year. 

The  selected  Army  test  sites  are  Fort 
Eustis,  Va.,  U.S.  Army  Europe  in  Heidel- 
berg, Germany,  and  Yongson  Army 
Garrison,  Korea. 

The  “Common  Access  Card”  will 
replace  the  current  identification  card, 
and  officials  said  it  will  serve  several 
purposes,  including  giving  users  access 
to  Department  of  Defense  buildings  and 
controlled  spaces,  and  enabling  them  to 
log  onto  DoD  computer  networks  and 
systems. 

“The  CAC  will  radically  change  the 
way  we  do  business  in  the  Army,”  said 
Dr.  Linda  Dean,  director  of  the  Army’s 
Electronic  Commerce  office  at  the 
Pentagon.  “It  will  save  our  people  time 
and  money,  and  will  streamline  many 
labor-intensive  processes.  The  Army  is 
especially  excited  about  the  CAC  and 
smart  card  technology  because  we  view 
it  as  an  electronic  key  to  the  future  — 


literally  opening  the  door  to  endless 
opportunities  and  possibilities  for  us  to 
do  business  better.” 

Active-duty  and  selected  reserve 
military  personnel  and  DoD  civilian 
employees  at  the  test  installations  will  be 
issued  the  new  card  that  weighs  less 
than  an  ounce.  The  Defense  Enrollment 
Eligibility  Reporting  System/Realtime 
Automated  Personnel  Identification 
System,  known  as  DEERS/RAPIDS 
stations,  will  issue  the  CAC. 

Depending  on  the  outcome  of  the  beta 
test,  other  installation  DEERS/RAPIDS 
stations  will  be  upgraded  to  issue  the 
CAC  beginning  January  2001  and 
continuing  through  September  2002, 
according  to  Dean.  Eventually  all  DoD 
civilian  employees,  active-duty  and 
reserve-component  military,  and  eligible 
contractors  will  receive  the  new  smart 
card. 

Additonally,  most  DoD  computers  will 
get  a security  device  where  users  insert 
or  swipe  their  CAC  to  log  on.  This  simple 
procedure  will  greatly  enhance  personal 
and  system  security  because  no  one, 
except  the  CAC  holder,  can  use  a 
computer,  name  and  password,  without 
having  that  person’s  CAC,  officials  said. 

The  Public  Key  Infrastructure,  a 
component  coupled  with  the  CAC  to 
provide  secure  applications,  is  a technol- 
ogy that  provides  for  data  protection 
through  authentication  and  data  integ- 
rity. The  PKI  adds  another  layer  of 
electronic  security,  and  provides  DoD 
with  a powerful  weapon  to  foil  the 
attacks  by  computer  “hackers”  on  DoD 
networks  and  systems,  officials  said. 

The  CAC  initiative  is  expected  to  pay 
dividends  in  several  areas,  officials  said, 
such  as  improving  readiness  and 
strengthening  personal  and  national 
security.  In  addition  they  said,  many 
paper-based  processes  will  become 
automated  through  smart  card  technol- 
ogy, therefore,  what  may  have  taken  days 
to  do,  may  take  just  hours  with  a CAC 
application. 

Local  personnel  offices  will  provide 
details  on  how  military  and  civilian 
personnel  will  receive  their  CAC. 

More  about  the  new  identification 
cards  can  be  found  at  the  Army’s 
Electronic  web  site  at  www.armyec.com. 
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Family  Advocacy 
Program:  preventing 
abuse,  protecting 
victims 

by  Linda  D.  Kozaryn 
American  Forces  Press  Service 

DoD’s  Family  Advocacy  Program  aims 
to  prevent  physical,  sexual  and  emotional 
abuse  in  military  families,  protect  victims 
when  abuse  occurs  and  treat  all  family 
members  involved. 

Spouse  abuse,  including  emotional 
abuse  and  neglect  without  physical 
violence,  occurs  in  about  two  of  every 
100  active  duty  military  families,  accord- 
ing to  David  Lloyd,  DoD’s  Family 
Advocacy  Program  director.  Nearly  75 
percent  of  the  reported  abuse  does  not 
include  any  physical  injury,  he  said.  Only 
5 percent  is  considered  severe. 

About  69  percent  of  the  military’s 
12,000  substantiated  incidents  of 
domestic  violence  in  fiscal  1999  were 
classified  as  “mild.”  DoD  officials  define 
“mild”  as  physical  abuse  or  neglect  with 
no  or  mild  physical  injury.  It  can  also 
involve  sexual  abuse  without  physical 
contact  and  potentially  harmful  emotional 
abuse.  No  medical  treatment  is  required 
in  cases  involving  mild  abuse. 

About  24  percent  of  the  incidents 
involved  “moderate”  violence,  which 
DoD  officials  define  as  minor  physical 
injury  requiring  one  or  more  outpatient 
visits.  It  can  also  involve  sexual  contact 
without  penetration  and  emotional  injury 
requiring  short-term  mental  health  care. 

Only  6 percent  of  the  incidents 
involved  “severe”  violence,  which  DoD 
officials  define  as  resulting  in  physical 
injury  requiring  inpatient  treatment  or 
causing  temporary  or  permanent  disfig- 
urement. It  can  also  include  sexual 
contact  with  penetration  and  emotional 
injuries  requiring  long-term  mental  health 
care.  Severe  abuse  may  require  alterna- 
tive placement  to  protect  the  victim. 

Defense  officials  say  DoD  data  on 
spouse  abuse  should  not  be  compared  to 
data  from  civilian  studies  due  to  differ- 
ences in  definitions,  scope,  demograph- 
ics and  methodology.  Civilian  studies 
generally  focus  on  women  severely 
abused  by  a husband,  boyfriend,  or  ex- 
husband.  DoD  reports  include  victims 


who  are  husbands  as  well  as  wives,  but 
excludes  abuse  when  the  couple  is  not 
currently  married. 

Civilian  and  DoD  studies  have  to  be 
statistically  adjusted  for  population 
differences,  since  85  percent  of  active 
duty  military  personnel  are  men  aged  1 8 
to  35,  the  highest  risk  group  to  commit 
physical  violence,  Lloyd  said.  Civilian 
studies  are  frequently  conducted  using 
self-reports,  often  via  telephone  surveys. 
DoD  data,  in  comparison,  is  based  on 
investigated  reports  verified  by  a 
multidisciplinary  team  at  each  installation. 

Lloyd  said  every  military  installation 
worldwide  with  command-sponsored 
families  has  a Family  Advocacy  Program 
that  provides  the  following  services: 

- Prevention:  sponsors  and  coordi- 
nates activities  provided  by  family 
centers,  chaplains,  medical  clinics,  and 
local  civilian  agencies  such  as  public 
awareness  campaigns,  stress  and  anger 
management  classes,  couples  counseling, 
and  violence  prevention  programs. 

- Identification:  DoD  policy  requires 
that  everyone  report  suspected  cases  of 
spouse  abuse  to  the  Family  Advocacy 
Program.  An  annual  public  awareness 
campaign  provides  information  on  how  to 
recognize  spouse  abuse  and  where  to 
report  suspected  cases. 

- Command  notification:  Family 
Advocacy  Program  officials  notify  unit 
commanders  of  reported  spouse  abuse. 
The  commander  has  the  authority  under 
the  Uniform  Code  of  Military  Justice  to 
protect  the  victim  while  the  report  is 
investigated. 

- Investigation:  Family  Advocacy 
Program  officials  ensure  the  appropriate 
law  enforcement  agency  investigates 
reports  of  spouse  abuse.  Multidisci- 
plinary teams  review  new  cases  to 
determine  clinically  whether  abuse  and 
neglect  occurred  and  recommend 
treatment  options  to  the  commander. 

- Coordination  with  civilian  authori- 
ties: Family  Advocacy  Program,  military 
law  enforcement  and  staff  judge  advocate 
officials  coordinate  their  activities  with 
civilian  agency  counterparts  through 
memoranda  of  agreement. 

- Treatment:  Family  Advocacy 
Program  treatment  helps  the  victim 
recover  and  helps  stop  the  abuser  from 


attempting  to  use  power  and  violence  to 
control  the  victim.  Treatment  includes 
assessment,  crisis  intervention,  shelter 
care,  support  groups,  and  individual, 
couples  and  group  counseling.  Installa- 
tion commanders  may  use  disciplinary  or 
administrative  sanctions  instead  of  or  in 
addition  to  treatment  of  a service  member 
who  is  an  abuser. 

- Transitional  compensation  and 
health  benefits:  If  an  abusing  service 
member  is  discharged  from  the  military 
due  to  abuse,  the  victim  may  receive 
health  benefits  and  up  to  36  months  of 
compensation  based  on  the  service 
member’s  pay,  for  support  while 
transitioning  to  civilian  life. 

Mail  early,  pack  care- 
fully for  gifts  to  arrive 

by  SSG  Kathleen  T.  Rhem 
American  Forces  Press  Service 

Everybody  has  good  intentions  when 
selecting  and  sending  gifts,  but  good 
intentions  will  carry  one  only  so  far  if 
packages  arrive  too  late  or  damaged. 

To  assist  people  in  sending  gifts  out 
on  time.  Military  Postal  Service  Agency 
experts  each  year  publish  deadlines  to 
get  cards  and  packages  in  the  mail.  To 
ensure  cards  and  packages  arrive  at  their 
destination  by  Christmas,  experts 
recommend  the  following  guidelines. 

- Packages  going  to  military  APO  and 
FPO  addresses  sent  standard  mail  must 
be  shipped  by  Nov.  6. 

- Space-available  mail,  or  SAM,  must 
be  sent  by  Nov.  27. 

- Parcel  airlift  mail,  or  PAL,  must  be 
sent  by  Dec.  4. 

- First  class  letters  and  cards  and 
packages  sent  by  priority  mail  should  be 
mailed  by  Dec.  1 1 to  ensure  on-time 
delivery. 

SAM  packages  are  first  transported 
domestically  by  surface  and  then 
overseas  by  air  on  a space-available 
basis.  SAM  parcels  must  be  less  than  15 
pounds  and  60  inches  in  length  and  girth 
combined. 

PAL  service  is  space-available  air 
transportation  for  parcels  up  to  30 
pounds  and  60  inches  in  length  and  girth 
combined. 
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Different  fees  apply  for  standard  mail, 
SAM,  PAL,  and  priority  mail. 

For  mail  sent  to  civilian  international 
addresses,  the  following  guidelines 
apply: 

International  mail  addressed  to: 


Air  letters 

Air  Parcel 

Surface 

and  cards 

Post 

Africa 

Dec.  4 

Dec.  4 

Oct.  27 

Asia-Pacific 

Rim 

Dec.  1 1 

Dec.  1 1 

Nov.  3 

Australia/New 

Zealand 

Dec.  1 1 

Dec.  1 1 

Nov.  3 

Canada 

Dec.  15 

Dec.  15 

Nov.  24 

Caribbean  Dec.  1 1 
Central/South 

Dec.  1 1 

Nov.  1 1 

America 

Dec.  4 

Dec.  4 

Nov.  3 

Mexico 

Dec.  1 1 

Dec.  1 1 

Nov.  1 1 

Europe 

Middle 

Dec.  1 1 

Dec.  1 1 

Nov.  1 1 

East 

Dec.  1 1 

Dec.  1 1 

Oct.  27 

For  complete  information  on  the 
Military  Postal  Service  Agency,  visit 
their  Web  site  at  www.hqda.army.mil/ 
mpsa/about. 

Packaging  can  affect  whether  or  not  a 
gift  arrives  unscathed.  Follow  these  U.S. 
Postal  Service  guidelines: 

- Outer  wrapping:  If  a box  itself  is 
adequate  for  mailing,  don’t  use  wrapping 
paper.  If  wrapping  paper  is  necessary, 
paper  as  strong  as  a regular  large 
grocery  bag  is  recommended. 

- Cushioning:  Cushioning  is 
important  to  absorb  and  distribute 
shock,  pressure,  and  vibration.  Cushion 
each  individual  item  above,  below,  and 
on  all  sides.  Examples  of  cushioning 
include  plastic  “popcorn,”  corrugated 
cardboard  and  shredded  newspapers. 
Slightly  overfill  the  mailing  container 
with  cushioning  material  to  minimize 
settling  and  shifting. 

- Several  items,  fragile  items:  When 
several  items  are  packaged  together, 
they  should  be  protected  from  one 
another  as  well  as  from  external  force. 
The  items  can  be  individually  wrapped 
in  paper  or  foam  and  boxed  separately. 

The  boxes  can  then  be  placed  in  the 
external  container  and  again  cushioned 
on  all  sides. 

- Tapes:  Cellophane  and  masking 
tapes  aren’t  strong  enough  and  should 
not  be  used  in  mailing. 


- Address:  Each  package  must  show  a 
complete  delivery  address  on  the 
container  or  on  a label  attached  to  the 
container.  A return  address  must  be 
placed  in  the  upper  left  corner  of  the 
container  or  the  label.  Postal  experts 
recommend  placing  the  names  and 
addresses  of  the  sender  and  recipient  and 
a description  of  the  contents  inside  the 
box  as  well.  This  can  aid  in  delivery  if  the 
address  on  the  outside  of  the  container 
should  become  unreadable  or  the 
package  is  damaged.  Markings  from  all 
previous  mailings  should  be  obliterated. 

For  more  extensive  information,  visit 
the  U.S.  Postal  Service’s  Web  site  at 
www.usps.gov. 

When  violence  happens 

by  Linda  D.  Kozaryn 
American  Forces  Press  Service 

Domestic  violence  happens  in  military 
families  of  all  ranks  and  ages.  In  most 
cases,  husbands  abuse  wives.  But  the 
reverse  is  also  true.  DoD  officials  here 
outlined  what  happens  when  military 
officials  learn  about  domestic  violence  on 
and  off  base. 

On  base,  military  police  investigate 
and  immediately  notify  Family  Advocacy 
Program  officials  and  the  service 
member’s  commander.  If  the  abuser  is  a 
civilian,  the  investigation  is  turned  over 
to  civilian  law  enforcers  and  base 
personnel  cooperate  with  the  local 
authorities. 

Off  base,  local  police  may  or  may  not 
report  the  incident  to  base  officials.  DoD 
officials  are  currently  working  to  develop 
memoranda  of  understanding  with 
civilian  law  enforcement  authorities  to 
establish  such  reporting  procedures. 

When  military  authorities  learn  of 
domestic  violence  involving  a military 
family.  Family  Advocacy  Program  officials 
assign  a caseworker  to  assess  the 
victim’s  safety  and  develop  a safety  plan. 
This  may  include  an  application  for  a 
military  protective  order,  alternative  living 
arrangements,  and  ways  to  safeguard  any 
children  in  the  family.  Throughout  the 
process,  victim’s  advocates  ensure  that 
the  victim’s  medical,  mental  health  and 
protection  needs  are  being  met. 


Family  Advocacy  Program  officials 
also  assess  the  alleged  abuser  and 
identify  treatment  needs  and  suitability 
for  treatment. 

The  case  is  then  presented  to  a 
multidisciplinary  case  review  committee 
with  representatives  from  the  Family 
Advocacy  Program,  law  enforcement, 
staff  judge  advocate,  medical  staff  and 
chaplain.  The  committee  decides  whether 
the  evidence  indicates  abuse  occurred. 
The  committee  recommends  what 
treatment  the  victim  needs  and  how  the 
alleged  abuser  should  be  treated. 

Based  on  the  committee's  recommen- 
dations, the  commander  decides  what 
action  to  take  regarding  the  abuser, 
including  administrative  sanctions  or 
disciplinary  actions.  The  commander 
determines  whether  to  order  the  indi- 
vidual into  treatment,  or  to  seek  to 
impose  disciplinary  procedures  under  the 
Uniform  Code  of  Military  Justice.  The 
commander  may  also  seek  to  obtain  the 
discharge  of  the  service  member  from  the 
military. 

Victims  often  hesitate  to  report  abuse 
because  they  fear  the  impact  it  will  have 
on  their  spouse’s  career.  A recent  DoD 
study  found  that  service  members 
reported  for  abuse  are  23  percent  more 
likely  to  be  separated  from  the  service 
than  non-abusers  and  somewhat  more 
likely  to  have  other  than  honorable 
discharges.  The  majority  who  remain  in 
the  military  are  more  likely  to  be  promoted 
more  slowly  than  non-abusers. 

Criminal  conviction  of  even  a misde- 
meanor involving  domestic  violence  can 
end  a service  member’s  military  career. 

The  1996  Lautenberg  Amendment  to  the 
Gun  Control  Act  of  1 968  makes  it 
unlawful  for  anyone  who  has  been 
convicted  of  a misdemeanor  of  domestic 
violence  to  possess  firearms.  The  law 
applies  to  law  enforcement  officers  and 
military  personnel. 

DoD  officials  say  most  of  the  spouse 
abuse  in  the  military  is  reported  early, 
before  it  becomes  chronic  and  severe, 
and  the  chances  of  successful  treatment 
are  good.  As  a result,  abusers  don’t 
necessarily  have  their  careers  impaired. 

In  fact,  some  abusers  self-report  to  get 
help. 
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Controlling  the  ethical  climate 


by  MSG  Robert  J.  Martin 
Training  Div,  Recruiting  Operations  Directorate 

Often  we  find  ourselves  in  the  office,  automobile  or  at 
home,  and  the  climate  or  temperature  is  either  too  cool  or  too 
warm.  To  adjust  the  climate  to  a comfortable  level,  we  adjust 
the  thermostat.  The  same  can  be  applied  to  the  ethical  climate 
of  our  organizations.  It  is  up  to  all  of  us  to  ensure  that  the 
Army’s  stated  values  are  routinely  articulated,  supported, 
practiced,  and  respected.  In  other  words,  we  control  the 
thermostat.  Recruiters  and  leaders  often  find  themselves 
facing  an  ethical  dilemma  in  which,  if  the  proper  ethical 
climate  had  been  maintained,  the  dilemma  would  normally  not 
exist.  The  dictionary  defines  a dilemma  as  “ a situation 
requiring  a choice  between  equally  undesirable  alternatives." 
In  simple  terms  it  means  to  have  to  choose  between  two 
unwanted  outcomes. 

So  how  does  one  control  the  ethical  climate?  Appendix  D 
of  the  new  FM  22-100  dated  August  1999  discusses  an 
Ethical  Climate  Assessment  Survey  (ECAS),  which  provides 
information  necessary  to  assess  the  ethical  climate  of  the 
organization.  That  organization  can  be  as  low  as  the  squad, 
or  in  our  environment,  the  recruiting  station.  Once  the 
assessment  is  completed,  each  leader  must  develop  a Leader 
Plan  of  Action  to  correct  negative  aspects  of  the 
organization’s  ethical  climate  and  to  maintain  the  positive 
aspects  of  the  climate.  The  Leader  Plan  of  Action  is  also 
discussed  in  appendix  D of  FM  22-100.  The  following  exert 
is  from  GTA  22-6-1,  Ethical  Climate  Assessment  Survey 
(ECAS).  Complete  the  below  ECAS  on  your  recruiting 
organization,  whether  it  is  a station,  company,  battalion,  or 
brigade.  Remember,  any  survey  is  only  as  good  as  the 
information  provided.  Be  honest;  it  is  the  only  way  to  get  a 
true  picture  of  the  ethical  climate  of  your  organization.  The 
survey  can  be  discussed  or  completed  during  weekly  station 
training  sessions  or  other  training  meetings.  I recommend 
that  each  soldier  and  civilian  read  chapter  2 and  appendixes  D 
& E of  FM  22- 1 00  to  re-affirm  and  strengthen  our  commit- 
ment and  responsibilities  to  inculcate  Army  values  in  our 
subordinates  as  well  as  ourselves.  The  Recruiting  Command 
is  a growing  organization  that  is  constantly  seeking  and 
employing  new  ideas  and  concepts  to  enhance  our  effective- 
ness to  provide  the  strength  to  this  great  nation.  Your  part  in 
controlling  the  ethical  climate  is  vital  to  our  success! 

An  ethical  climate  is  one  in  which  our  stated  Army  values 
are  routinely  articulated,  supported,  practiced,  and  respected. 
The  Ethical  Climate  of  an  organization  is  determined  by  a 
variety  of  factors,  including  the  individual  character  of  unit 
members,  the  policies  and  practices  within  the  organization, 
the  actions  of  unit  leaders , and  environmental  and  mission 
factors.  Leaders  should  periodically  assess  their  units’  ethical 
climate  and  take  appropriate  actions  to  maintain  the  high 
ethical  standards  expected  of  all  Army  organizations.  This 


survey  will  assist  you  in  making  these  assessments  and 
identifying  the  actions  necessary  to  accomplish  this  vital 
leader  function.  FM  22-100,  Army  Leadership,  provides 
specific  leader  actions  necessary  to  sustain  or  improve 
your  ethical  climate,  as  necessary. 

INSTRUCTIONS 

Answer  the  questions  in  this  survey  according  to  how 
you  currently  perceive  your  unit  and  your  own  leader 
actions,  NOT  according  to  how  you  would  prefer  them  to 
be  or  how  you  think  they  should  be.  This  information  is 
for  your  use,  (not  your  chain  of  command's)  to  determine 
if  you  need  to  take  action  to  improve  the  Ethical  Climate  in 
your  organization. 

Use  the  following  scale  for  all  questions  in  Sections  I 
and  II. 


Strongly 

Neither  Agree 

Strongly 

Disagree 

Disagree 

nor  Disagree  Agree 

Agree 

1 

—"■--2 

3 4 



I.  Individual  Character  - “ Who  are  we?”  This  section 
focuses  on  your  organization’s  member’s  commitment  to 
Army  values.  Please  answer  the  following  questions  based 
on  your  observations  of  the  ethical  commitment  in  your 
unit.  (This  means  your  immediate  unit.  If  you  are  a squad 
leader,  it  means  you  and  your  squad.  If  you  are  a civilian 
supervisor,  it  means  you  and  your  section.) 

A.  In  general,  the  members  of  my  unit  demonstrate 
a commitment  to  Army  values  (honor,  selfless 

service,  integrity,  loyalty,  courage,  duty  and  respect). 

B.  The  members  of  my  unit  typically  accomplish  the 

mission  by  “doing  the  right  thing”  rather  than  compromis- 
ing Army  values.  

C.  I understand  and  I am  committed  to  the  Army’s  values 

as  outlined  in  FM  22- 1 00,  Army  Leader.  

Section  I Total  

II.  Unit/Workplace  Policies  And  Practices  - “What  do 

we  do?”  This  section  focuses  on  what  you  and  the  leaders 
who  report  to  you  do  to  maintain  an  ethical  climate  in  your 
workplace.  (This  does  not  mean  your  superiors.  Their 
actions  will  be  addressed  in  Section  IV.) 

A.  We  provide  clear  instructions,  which  help  prevent 

unethical  behavior.  

B.  We  promote  an  environment  in  which  subordinates  can 

learn  from  their  mistakes.  

C.  We  maintain  appropriate,  not  dysfunctional,  levels  of 

stress  and  competition  in  our  unit.  

D.  We  discuss  ethical  behavior  and  issues  during  regular 

counseling  sessions.  

E.  We  maintain  an  organizational  creed,  motto,  and/or 
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philosophy  that  is  consistent  with  Army  values.  

F.  We  submit  unit  reports  that  reflect  accurate 

information.  

G.  We  ensure  unit  members  are  aware  of,  and  are  comfort- 

able using,  the  various  channels  available  to  report  unethical 
behavior.  

H.  We  treat  fairly  those  individuals  in  our  unit  who  report 

unethical  behavior.  

I.  We  hold  accountable  (i.e.,  report  and/or  punish)  mem- 
bers of  our  organization  who  behave  unethically.  

Section  II  Total  

Use  the  following  scale  for  questions  in  Section  III. 

Never  Hardly  Ever  Sometimes  Almost  Always  Always 
1 2 3 4 5 

III.  Unit  Leader  Actions  - “ What  do  / do?”  This  section 
focuses  on  what  you  do  as  the  leader  of  your  organization 
to  encourage  an  ethical  climate. 

A.  1 discuss  Army  values  in  orientation  programs  when  I 

welcome  new  members  to  my  organization.  

B.  I routinely  assess  the  ethical  climate  of  my  unit  (i.e., 

sensing  sessions,  climate  surveys,  etc.).  

C.  I communicate  my  expectations  regarding  ethical 

behavior  in  my  unit,  and  require  subordinates  to  perform 
tasks  in  an  ethical  manner.  

D.  I encourage  discussion  of  ethical  issues  in  After  Actions 

Reviews,  training  meetings,  seminars  and  workshops. 

E.  I encourage  unit  members  to  raise  ethical  questions  and 

concerns  to  the  chain  of  command  or  other  individuals,  if 
needed  (i.e..  Chaplain,  IG,  etc.).  

F.  I consider  ethical  behavior  in  performance  evaluations, 

award  and  promotion  recommendations,  and  adverse 
personnel  actions.  

G.  I include  maintaining  a strong  ethical  climate  as  one  of 

my  unit’s  goals  and  objectives.  

Section  III  Total  

IV.  Environmental/Mission  Factors  - “ What  Surrounds 

us?”  This  section  focuses  on  the  external  environment 
surrounding  your  organization.  Answer  the  following 
questions  to  assess  the  impact  of  these  factors  on  the 
ethical  behavior  in  your  organization. 

Use  the  following  scale  for  all  questions  in  section  IV. 


**Note:  the  scale  is  reversed  for  this  section  (Strongly 
Agree  is  scored  as  a “1”,  not  a “5”)*** 


Strongly 

Neither  Agree 

Strongly 

Agree 

Agree  nor  Disagree 

Disagree  Disagree 

1 

-2 3 

4 5 

A.  My  unit  is  currently  under  an  excessive  amount  of 
stress  (i.e.,  inspections,  limited  resources,  frequent  deploy- 
ments, training  events,  deadlines,  etc.).  


B.  My  higher  unit  leaders  foster  a “zero  defects”  outlook  on 
performance,  such  that  they  do  not  tolerate  mistakes. 


C.  My  higher  unit  leaders  over-emphasize  competition 

between  units.  

D.  My  higher  unit  leaders  appear  to  be  unconcerned  with 

ethical  behavior  as  long  as  the  mission  is  accomplished. 

E.  I do  not  feel  comfortable  bringing  up  ethical  issues  with 

my  supervisors.  

F.  My  peers  in  my  unit  do  not  seem  to  take  ethical  behavior 

very  seriously.  

Section  IV  Total  

Scoring  the  ECAS 

Place  the  Total  Score  from  each  section  in  the  spaces  below: 
(A  score  of  1 or  2 on  any  question  requires  some  immediate 
leader  action.) 

Section  I - Individual  Character  Total  Score  

Section  II  - Leader  Action  Total  Score  

Section  III  - Unit  Policies  and  Procedures  Total  Score  

Section  IV  - Environmental/Mission  factors  Total  Score 

ECAS  Total  Score  (I+II+(((+IV) 

25-75  Take  immediate  action  to  improve  ethical  climate 
76  - 100  Take  actions  to  improve  ethical  climate 
101  - 125  Maintain  a healthy  ethical  climate 

Once  you  have  identified  the  ethical  climate  of  your 
organization,  it  is  now  time  to  incorporate  a plan  of  action  to 
correct  the  negative  and  maintain  the  positive  aspects  of  the 
climate.  Developing  a Leader  Plan  of  Action  as  discussed  in 
FM  22-100,  appendix  D will  aid  you  in  this  task.  When 
developing  your  plan,  use  the  SMART  principle.  Ensure  that 
your  plan  is: 

Specific  Measurable  Agreed  upon  Realistic  Trackable 

Your  plan  should  identify  the  specific  problem  areas,  and 
your  leader  action  to  correct  or  maintain  performance.  With 
a good  sound  plan  and  strict  discipline,  you  will  be  able  to 
uphold  your  responsibility  of  refining  the  character  of  the 
soldiers  and  civilians  in  your  organization.  The  most  impor- 
tant element  in  developing  character  is  by  internalizing  the 
Army’s  values  and  leading  by  example.  When  a soldier  or 
civilian  behaves  unethically,  others  in  the  organization  nor- 
mally had  knowledge  of  the  behavior  but,  allowed  it  to  exist. 
This  unethical  behavior  by  both  parties  destroys  morale  and 
cohesion  and  contributes  to  a climate  that  undermines  the 
trust  and  confidence  essential  to  teamwork  and  mission 
accomplishment.  As  an  organization,  we  must  change  any 
culture  that  allows  unethical  behavior.  Becoming  a person  of 
character  and  a leader  of  character  is  a career-long  process 
involving  both  self-development  and  developmental  counsel- 
ing. Educating  our  soldiers  as  well  as  ourselves  will 
strengthen  our  moral  principles,  ethical  theory,  Army  values, 
and  leadership  attributes.  As  these  factors  strengthen,  so  will 
our  organization  and  eventually,  the  United  States  Army!! 
How's  Your  Thermostat?  Make  the  adjustment!  H 
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American  Legion  National  Convention 


condensed  from  a speech  by 
LTG  Timothy  Maude 
Deputy  Chief  of  Staff  for  Personnel 
on  Sep.  5,  2000,  at  Milwaukee,  Wis. 

National  Commander  Alan  Lance, 
National  Adjutant  Bob  Spanogle, 
Recipients  of  the  Service  Awards, 
Distinguished  Guests,  and  delegates,  I 
am  truly  honored  and  humbled  to  be 
with  you  during  the  82nd  annual 
national  convention.  Without  question, 
the  contributions  and  sacrifices  made 
by  the  men  and  women  of  the  American 
Legion  have  made  our  country  what  it 
is  today  ...  strong,  respected,  and  the 
world’s  leader.  What  a treat  it  is  to  be 
here  with  America’s  heroes. 

I’d  like  to  talk  to  you  about  readi- 
ness. As  most  of  you  know,  there  is  a 
statute  — a law  — Title  X of  the  U.S. 
Code,  that  mandates  each  of  the  Service 
Chiefs  to  man,  equip,  and  train  their 
respective  forces  to  meet  the  security 
needs  of  the  nation.  That  is  a compli- 
cated and  challenging  task  that  requires 
a varied  approach  depending  on  the 
unique  capabilities  and  requirements  of 
each  service. 

Today,  I can  report  to  you  that  all  10 
divisions  are  reporting  at  or  very  near 
100%  personnel  levels.  This  will  pay 
huge  dividends  in  training,  leader 
development,  and  readiness.  Once  the 
divisions  are  where  we  want  them, 
emphasis  will  move  on  to  the  early 
deployers  and  then  on  to  the  institu- 
tional Army.  While  the  downsizing 
was  coming  to  a close,  we  experienced 
a number  of  independent,  but  not 
unrelated  trends  that  have  presented 
some  challenges  ...  a strengthening 
economy,  a more  transient  workforce, 
and  a dot  com  generation  that  has 
opportunities  and  distractions  that  you 
and  I never  dreamed  of  — these  have 
all  dramatically  changed  the  complex- 
ion of  recruiting  young  men  and 
women  to  join  the  Army.  And  as  you 
might  expect,  recruiting  ultimately 
impacts  readiness. 

So  let  me  talk  about  recruiting.  The 
truth  is,  we’ve  been  struggling  for  a 
couple  of  years.  Early  estimates  had  the 
Army  missing  our  recruiting  mission  by 
as  much  as  12,000  ...  a light  division 
worth  of  soldiers. 


But  let  me  tell  you  ...  the  real  reason 
for  our  success  was  our  Noncommis- 
sioned Officers  ...  the  Sergeants  ... 
serving  as  recruiters.  These  are  some  of 
our  finest  soldiers  ...  working  extremely 
hard,  often  away  from  home  and  their 
families.  We  met  our  recruiting  mission 
this  year  because  these  soldiers  simply 
refused  to  fail. 

On  behalf  of  these  great  NCO’s,  I 
am  asking  for  your  continued  support. 
Each  of  you  is  a respected  member  of 
your  community.  In  the  recruiting 
business  we  call  you  “influences.”  A 
person  with  credibility  in  the  eyes  of  a 
youngster  who  speaks  about  their 
experiences  in  the  service  or  passes 
judgment  on  military  service  by 
someone  else.  As  you  know,  your  span 
of  influence  and  access  to  young  men 
and  women  is  far  greater  than  any 
recruiter  could  ever  hope  to  have. 

Now,  this  can  be  positive  or  negative 
and  can  either  sway  someone  toward  or 
away  from  joining.  Well  ...  I’m  asking 
you  to  make  your  influence  positive. 

Mr.  Alan  G.  Lance,  your  national 
commander,  has  made  that  commitment 
for  the  organization  by  signing  an 
important  declaration  — - co-signed  by 
the  commander  of  the  U.  S.  Army 
Recruiting  Command  — that  pledges 
mutual  support  and  cooperation  between 
the  American  Legion  and  recruiters  all 
across  the  nation.  I am  asking  you  to 
make  an  individual  commitment  to  do 
the  same. 

Serving  the  nation  is  the  right  thing 
to  do.  The  fact  is,  if  you  are  between  17 
and  24,  you  can’t  afford  to  walk  by  a 
recruiting  station  and  not  join.  There  is 
no  better  opportunity  to  get  a jump  start 
on  life.  We  don’t  just  offer  cash  bonuses 
— we  offer  values,  discipline,  and  an 
environment  in  which  you  can  mature. 
Let  me  tell  you  what  else  we  have  to 
offer 

There  is  PaYS  — Partnership  for 
Youth  Success,  where  corporations  like 
Pepsi  and  General  Dynamics  are 
partnering  with  the  Army  to  provide 
jobs  to  soldiers  when  they  leave  the 
military.  This  is  good  for  the  soldier 
and  good  for  the  corporation  ...  the 
soldier  gains  values,  discipline  and 
maturity  ...  the  corporation  gets  an 
employee  they  can  count  on. 


There  is  Army  University  On-Line. 
This  initiative  involves  a partnership 
between  the  Army  and  numerous 
educational  institutions  that  will 
empower  soldiers  to  obtain  college 
degrees  or  professional  technical 
certifications,  ...  as  I did  ...  while  they 
serve  ...  the  Army  will  provide  comput- 
ers and  make  these  colleges  and 
universities  easily  accessible.  The 
guarantee  will  be  that  the  soldier  will 
be  able  to  get  at  least  a two-year  degree 
during  their  enlistment. 

But  more  than  that ...  we  offer  a 
valuable  life  experience  ...  doing 
something  that  matters  ...  something  to 
be  proud  of.  These  opportunities  are 
open  to  young  men  and  women  today,  as 
they  were  open  to  me  some  34  years 
ago. 

After  one  semester  of  college,  I 
dropped  out,  had  no  focus.  The  Army 
gave  me  a place  for  training  — 1 1C 
Infantry  — Officer  Candidate  School 
— and  responsibility.  It  gave  me  an 
opportunity  to  obtain  a bachelors  and 
masters  degree  — 1 1 years  of  night 
school. 

I stand  before  you  today  as  the 
personnel  officer  for  an  organization 
with  a payroll  of  over  $22  billion  for 
the  Active  component  and  1.2  million 
employees.  Is  this  a great  country  or 
what?  It  is  a great  Army. 

Continue  to  give  us  your  sons  and 
daughters,  grandsons  and  granddaugh- 
ters. We  will  do  right  by  them  and  you. 

You  all  represent  a legacy  of  patriots 
...  citizen  soldiers  ...  American  heroes. 
Tom  Brokaw  called  those  that  fought 
World  War  II  “the  Greatest  Generation.” 

I am  honored  to  be  with  you.  This 
year  marks  the  50th  anniversary  of  the 
Korean  War.  I pay  tribute  to  these  great 
Americans  as  well  as  my  fellow  Vietnam 
veterans,  to  those  in  Desert  Storm, 
Somalia,  Bosnia,and  Kosovo,  you  are 
part  of  this  great  legacy. 

The  1.2  million  men  and  women  of 
your  Army  are  working  very  hard  every 
day  to  honor  your  legacy  ...  your 
Army!!!  We  will  remain  focused  and 
ready.  You  can  be  proud  of  them. 

God  bless  you  all  and  God  bless 
America.  HOOAH!!!  S 
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Chaplain  s 
Motivational  Notes 


‘Things  not  to  worry  about” 


Nor  should  we  worry  about  the  past.  Yesterday  is 
dead.  And,  no  amount  of  anxious  CPR  can  revive  it.  We 
erred — so  what?  We  won’t  make  the  same  mistake  again. 
We  lost — so  what?  Tomorrow,  we’ll  win;  or,  if  not,  then 
the  next  day.  Yesterday  is  gone.  To  worry  about  the  past 
is  to  fret  about  something  that  doesn’t  exist. 


by  Chaplain  (LTC)  Jim  Stephen 
USAREC  HQS 


There  are  some  things  we  ought  to  worry  about.  We 
ought  to  worry  about  world  peace.  We  ought  to  worry 
about  what  we’re  doing  to  the  environment.  We  should 
worry  about  being  good  neighbors,  good  parents,  and 
good  citizens.  And,  we  need  to  worry  about  our  own 
individual  progress  towards  knowledge  and  wisdom. 

But,  there  are  also  entire  lists,  heaps  and  hills,  bushels 
and  boxes  of  things  not  to  worry  about. 

For  instance,  we  shouldn’t  worry  too  much  about  what 
other  people  think.  In  the  first  place,  others  aren’t  any 
smarter  than  we  are — they  just  pretend  to  be.  Our  judg- 
ment of  what  color  shirt  or  outfit  to  wear  is  just  as  valid 
as  other  people’s  opinions.  Our  own  opinion  on  how  to 
talk,  what  to  eat,  what’s  important  to  know,  where  to  live, 
and  how  to  live  should  carry  more  weight  than  all  the 
opinions  of  others. 

After  all,  we’re  the  ones  who  have  to  live  with  our- 
selves. Why  shouldn’t  our  own  opinion  matter  more  than 
the  world’s?  The  truth  is  we  should  consider  other’s 
views,  but  not  fret  about  them. 


Nor  should  the  future  destroy  the  happiness  of  the 
present.  We  can’t  solve  future  problems  which  are  yet 
unborn.  Now,  there’s  a lot  of  difference  between  worrying 
and  planning,  between  worrying  and  thinking  things  out. 
We  need  to  consider  the  future,  to  live  with  a purpose,  and 
to  ponder  our  lives. 

Worry  is  generally  a dead-end  street;  it  leads  nowhere. 
We  worry  about  paying  the  bills,  but  worrying  doesn’t 
make  us  any  richer.  We  worry  about  tomorrow’s  tragedy; 
but  usually  the  tragedy  doesn’t  arrive,  and,  when  it  does, 
it  is  most  likely  less  severe  than  we  had  imagined.  We 
worry  about  being  sick,  but  the  worry  makes  us  sicker. 

To  worry  is  to  assume  to  know  things  we  don’t;  it  is  to 
predict  the  future  without  the  experience  of  the  past;  and, 
in  most  cases,  the  act  of  worrying  itself  does  more  harm 
than  that  which  is  the  object  of  worry. 

So,  if  we’re  going  to  worry  at  all,  let’s  be  selective. 
Let’s  worry  about  things  that  matter,  things  we  have  some 
chance  of  changing,  things  of  a lasting  nature.  And,  on 
some  days — perhaps  even  most — let’s  try  not  to  worry 
about  anything  at  all. 

Please  encourage  recruiters  everywhere  to  read  this 
message,  and  then  send  your  comments  to: 
James.Stephen@usarec.anny.mil.  m 
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New  incentives  available  for  linguists 


By  Dottie  Pack,  USAREC  A&PA 
& SFC  Frank  Marois, 
USAREC  Language  Advocate 


Are  you  bilingual?  Share  an 
interest  in  a foreign  lan- 
guage? Study  a foreign 
language  in  high  school  or  college?  If 
the  answer  is  yes  to  any  of  these 
questions,  then  Uncle  Sam  wants  you. 

The  USAREC  Language  Advocates 
have  been  sharing  that  particular 
message  in  their  presentations  with 
high  school  and  college  students  and 
within  the  local  communities. 

With  the  start  of  the  new  fiscal  year, 
the  Army  Military  Intelligence  Lan- 
guage Program  has  now  become  a part 
of  the  USAREC  mission  instead  of  a 
goal.  The  number  of  recruits  hasn’t 
changed,  just  the  increase  of  benefits 
and  savings  of  over  15,000  training 
seats  at  the  Defense  Language  Institute. 

If  an  individual  enlists  as  a 98XL 
ACASP  (feeder  MOS  for  98C-Signal 
Intel  Analyst  [linguist],  and  a 98G-EW/ 
signal  intel  voice  intercept)  for  six 
years,  they  are  eligible  to  receive  either 
a $20,000  enlistment  bonus  or  a 
$12,000  enlistment  bonus  with  a 
$50,000  Army  College  Fund.  The 
individual  will  also  enlist  as  an  E-3, 
with  the  opportunity  for  accelerated 
advancement  to  E-5. 

If  they  enlist  as  a 97E  ACASP 
(interrogator),  they  are  eligible  to  get 
an  $8,000  enlistment  bonus  or  a $4,000 
enlistment  bonus  with  $50,000  Army 
College  Fund.  They  are  also  eligible  to 
enlist  as  an  E-3,  with  the  opportunity 
for  accelerated  advancement  to  E-4.. 

The  Army  Language  Program 
recruits  for  many  different  language 
specialties.  They  are  currently  seeking 
individuals  who  already  possess 
language  skills  in  Arabic,  Chinese, 
Korean,  Russian,  French,  Spanish, 
Portuguese,  and  Serbo-Croatian. 
Individuals  will  be  tested  using  the 
Defense  Language  Proficiency  Test,  and 
those  who  achieve  a rating  of  22  or 
higher  (40,  40  converted  score)  can  be 
eligible  for  the  above  incentives. 

All  individuals  must  be  U.S.  citizens 


and  be  able  to  obtain  a security  clear- 
ance. 

While  Army  linguists  receive  high- 
tech  training,  up  to  a $20,000  enlistment 
bonus,  opportunities  for  post-graduate 
study,  travel,  and  adventure,  linguists 
will  agree  that  it  is  the  foreign  language 
training  coupled  with  a security  clear- 
ance that  will  make  them  highly 
marketable  to  federal  agencies,  law 
enforcement  and  international  busi- 
nesses, diplomatic  positions,  humanitar- 
ian organizations,  and  educational 
institutions  when  they  decide  to  leave 
military  service. 

Opportunities  for  linguists  include 
job  positions  as  interrogators,  transla- 
tors, and  interpreters  in  the  defense 
attache  service,  working  with  White 
House  communications,  courier  duty, 
special  missions,  and  civil  affairs.  There 
are  currently  over  20,000  soldiers- 
linguists  both  on  active  duty  and  in  the 
reserve  components.  They  are  stationed 
in  countries  around  the  world,  in  Alaska, 
Hawaii,  and  the  Continental  U.S. 

For  example,  an  applicant  in  Atlanta 
just  contracted  for  98X  Spanish  ACASP 
for  5 years,  with  a $12,000  enlistment 
bonus,  a $8,000  hi-grad  bonus,  and  a 
$50,000  Army  College  Fund.  She  will 
also  be  advanced  to  E-5  after  eight 
weeks  of  satisfactory  duty  performance 
at  her  first  unit,  in  other  words,  with 
only  about  eight  months  in  the  Army. 

USAREC  currently  has  eight  lan- 
guage qualified  NCOs  serving  as 
language  advocates.  The  NCOIC  is 
assigned  to  Recruiting  Operation  Special 
Missions  and  is  a Russian  advocate. 

Two  each  are  assigned  to  1st  and  6th 
Brigades  as  Korean  and  Chinese 
advocates,  respectively.  A Korean, 
Arabic,  and  Spanish  advocate  is  as- 
signed to  2d,  3d  and  5th  Brigade, 
respectively.  Each  advocate  should  be 
able  to  cross  over  in  the  brigades  to 
discuss  Army  benefits  in  their  respective 
language.  The  advocates’  primary 
function  is  to  augment  the  recruitment 
of  language-qualified  applicants  for  RA 
and  USAR  service.  To  accomplish  this, 
they  initiated  a national  target  language 
advertising  campaign  and  are  penetrating 
native  enclaves  through  community 


outreach  groups.  Active  duty  or  Reserve 
linguists  may  be  requested  for  TAIR 
events.  Request  linguist  support  through 
your  Battalion  Advertising  and  Public 
Affairs  Offices.  They  can  identify  a 
POC  and  phone  number  for  specific 
languages.  The  advocates  also  make 
traditional  lead-generation  presentations 
at  high  schools  and  colleges. 

SSG  Joseph  W.  Phillips,  1st  Brigade 
advocate,  tells  students  that  he  has 
traveled  to  13  countries  in  Europe  with 
his  Army  skills. 

“I  have  translated  for  foreign 
dignitaries  including  the  chief  of  staff 
for  the  Polish  army,”  said  Phillips.  “I 
believe  this  has  been  much  more 
exciting  than  the  maintenance  work  I 
did  back  in  Detroit,  Mich.” 

His  daughter,  Anna,  has  been  to 
more  places  than  most  people  he 
knows.  And  his  son's  teachers  marvel  at 
his  knowledge  of  U.S.  geography. 

When  asked  how  he  knows,  he  answers, 
“Because  I’ve  been  there  and  seen  it.” 

When  asked  about  a return  on 
investment,  Phillips  said  it  was  defi- 
nitely something  to  take  a look  at.  “One 
shouldn’t  pass  up  the  opportunity  to 
find  out  more.  It  may  be  your  ticket  to 
job  experience  and  a marketable 
resume.” 

For  more  information  on  the  Army 
Military  Intelligence  Language  Pro- 
gram, contact  one  of  the  language 
advocates  listed  below,  bh 


USAREC  Language  Advocate 

SFC  Frank  P.  Marois,  (502)  626-1687 
1-800-223-3735  ext.  61687, 
pager  (888)  458-7927 
francis.marois@usarec.army.mil 


Brigade  Language  Advocates 
1st  Brigade 

SFC  Randal  A.  Gossert 
(301)  677-2965 
1 bde-kla@usarec.army.mii 

SSG  Joseph  W.  Phillips 
(301)  677-2967 
1 bde-rla  @ usarec.army.mil 

2nd  Brigade 

SGT  Jung  T Chong 
(404)  362-3230 

2bde-ops-lang-adv@usarec.army.mil 


3rd  Brigade 

SFC  Brian  Oakley 

(502)  626-1042 

or  (800)  223-3735  ext.  61042 

3bde-linguist@usarec.army.mil 

5th  Brigade 

SSG  Miguel  Diaz 
(210)  221-1415 

5bde-linguist@usarec.army.mil 

6th  Brigade 

SSG  Sarah  B.  Chapman 
(702)  639-2048 
6bde-cla@usarec.army.mil 

SSG  William  P.  Hudon 
(702)  639-2047 
6bde-kia@usarec.army.mil 
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Phoenix  Recruiting  Battalion  stations  benefit  from  unit  memberships 


by  Starlene  R.  Parizek,  A&PA 
Phoenix  Recruiting  Bn 

Being  a member  of  the  Roswell 
Chamber  of  Commerce  has  worked  so 
well  for  SSG  Robert  Zavala,  that  he 
paid  for  his  first  year  of  dues  out  of  his 
own  pocket. 

“There  is  an  amazing  market  pene- 
tration out  there  by  having  these  mem- 
berships,” said  Zavala,  station  com- 
mander for  Roswell 
Recruiting  Station, 

Alamogordo  Recruit- 
ing Company,  whose 
station  belongs  to 
several  civic  groups, 
the  Roswell  Chamber 
of  Commerce  and  the 
Roswell  Hispanic 
Chamber  of  Com- 
merce. “No  one  knew 
the  Army  was  here;  no 
one  knew  the  Army 
was  in  the  mall  before 
we  started  attending 
the  meetings  of  these 
organizations.  It  is  a 
giant  networking  tool; 

I have  made  a lot  of 
centers  of  influence. 

“It  also  keeps  us  aware  of  the  com- 
munity calendar  dates,  “Zavala  contin- 
ued. “I  constantly  get  faxes  and  e-mails 
of  the  events  going  on  around  town.” 
CPT  Pete  Franz,  Alamogordo 
Recruiting  Company  commander,  has 
had  a lot  of  success  with  his  recruiting 
stations  benefiting  from  their  organiza- 
tion memberships.  “All  of  the  stations 
have  been  very  successful  with  the 
chamber  memberships,”  Franz  said. 

Another  successful  station  for  the 
Alamogordo  Company  is  the  Hobbs 
Recruiting  Station.  “We  are  getting 
more  and  more  involved  with  our 
chamber  of  commerce,”  said  SFC 
Joseph  Thwaites.  “We  go  to  a lot  of 
meetings,  have  made  a lot  of  COIs,  and 
are  getting  a lot  of  exposure  in  the 
community.  We  received  a certificate  of 
appreciation  for  all  of  the  work  we  did 
with  the  Hobbs  Chamber  of  Commerce 
during  the  Army  birthday  celebrations.” 
SSG  John  W.  Pickett,  station  com- 
mander for  the  Alamogordo  Recruiting 
Station,  agrees.  In  as  little  as  two 


months,  the  station  has  received  tre- 
mendous support  from  the  Alamogordo 
mayor.  “This  involvement  with  the 
chamber  has  brought  us  closer  to  many 
leaders  in  the  city,”  said  Pickett. 

“We  have  received  a free  15-minute 
spot  every  month  on  a local  radio  sta- 
tion, gained  access  to  the  local  univer- 
sity and  now  have  a letter  from  the 
mayor  going  to  each  of  our  new  DEP 
members,”  he  said. 

“In  addition,  the  local 
newspaper  has  pledged  to 
do  an  article  on  each  re- 
cruiter assigned,”  said 
Pickett.  We  have  also  seen 
an  increase  in  the  amount 
of  functions  and  dinners 
that  we  are  invited  to  each 
month. 

“Joining  the  chamber 
has  been  one  of  the  best 
efforts  we  have  made  to  get 
involved  with  our  commu- 
nity,” Pickett  continued. 
“The  members  have  been 
really  supportive  and  are 
always  giving  of  their 
time.” 

Another  Phoenix  Recruiting  Battal- 
ion company  has  seen  a lot  of  benefits 
as  well.  CPT  Brian  Bassett,  Tempe 
Recruiting  Company  commander, 
agrees  with  the  tremendous  amount  of 
benefits  the  stations  are  seeing,  and 
also  commented  on  the  opportunity  they 
now  have  to  return  something  into  the 
community.  “We  had  always  worked 
with  the  members  of  the  Tempe 
Chamber  of  Commerce,  but  now  that 
we  are  official  members  and  paying 
dues,  we  are  also  giving  back  to  the 
community.  That’s  a good  feeling,”  said 
Bassett. 

“We,  in  turn,  have  a lot  of  employers 
referring  prospective  employees  to  us  to 
join  the  Army,”  Bassett  explained. 
“They  refer  young  people  that  they 
would  normally  advise  to  go  out  and  get 
some  experience  and  discipline.” 

Several  of  the  Tempe  Company 
stations  are  seeing  the  benefits  of 
belonging  to  a chamber  of  commerce  as 
well. 

“I  can  already  tell  that  being  a 
member  of  our  Snowflake  Chamber  of 


The  Show  Low  Recruiting 
Station  recently  received 
their  new  Snowflake  Cham- 
ber of  Commerce  plaque. 
Left  to  right:  chamber 
member  Phyllis  McCall,  SSG 
Jeffrey  Starr,  SSG  Michael 
Bloomer  and  chamber 
member  Cari  Garrigus. 


Commerce  is  going  to  help  us  a great 
deal,”  said  SSG  Jeffrey  N.  Starr,  station 
commander  for  Show  Low  Recruiting 
Station,  Tempe  Recruiting  Company. 
“We  have  just  joined  the  chamber,  but  it 
is  helping  us  to  penetrate  schools.  We 
are  now  a part  of  the  decision-making 
process  in  the  schools  receiving  monies 
for  the  year. 

“We  are  also  taking  part  when  they 
plan  their  community  calendars.  We 
now  have  say  in  what  days  would  work 
best  for  us  when  the  chamber  decides 
on  some  of  their  community  calendar 
dates.  We  are  meeting  all  the  new 
people  coming  into  the  community.  We 
are  continuing  to  make  new  contacts,” 
Starr  said. 

SSG  Gregory  G.  Reller,  of  the  Tempe 
Recruiting  Station,  Tempe  Recruiting 
Company,  agrees  with  the  exposure  into 
the  community.  “We  see  it  [belonging 
to  the  Tempe  Chamber  of  Commerce] 
as  a form  of  advertising  for  us.  We  are 
getting  in  the  community  and  most  of 
all,  the  community  is  aware  of  us.  We 
hand  out  a lot  of  business  cards  to  the 
local  business  people.  It  is  great  for 
COIs.” 

The  Tempe  Chamber  of  Commerce 
has  also  put  up  a RPI  rack  in  their 
chamber  office.  “Every  time  a new 
person  comes  to  Tempe,  chances  are 
they  will  visit  the  chamber  office  for 
facts  and  information  about  the  city. 
They  get  a lot  of  traffic  from  people 
wanting  to  get  information  on  the 
museums  and  tourist  places  in  the  city,” 
Reller  explained.  “Plus,  their  office  is 
right  across  the  street  from  Arizona 
State  University,  so  a lot  of  college 
students  go  in  there.” 

“As  we  really  start  to  use  the 
memberships,  I am  finding  that  it  is 
really  nice  to  belong  to  an  organization 
that  actually  belongs  to  the  commu- 
nity,” said  Bassett. 

(Editor’s  Note:  USAREC  has 
received  funds  specifically  to  cover 
memberships,  as  Secretary  of  the  Army 
initiative.  For  more  information  on 
how  to  obtain  memberships,  consult 
your  local  A&PA  and  USAREC 
Regulation  360-12,  Unit  Membership 
in  Non-Federal  Entities,  effective  July 
31,  2000.)  JJ 
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DID  YOU  SAY,  "WINTERIZE  ME? 

Well,  here  are  some  useful  tips. 

by  John  A.  Kolkman,  USAREC  Safety  Specialist 


Jack  Frost  is  here  and  with  old  man  winter  just 
around  the  comer,  days  will  be  getting  shorter, 
temperatures  falling,  and  roads  will  become  much 
more  dangerous.  Depending  on  what  environmental 
conditions  you  may  be  traveling  in,  you  will  want 
to  make  sure  your  family  arrives  there  in  good 
shape. 

It  doesn’t  matter  whether  you  are  going  by 
plane,  train,  or  automobile  because  proper  planning 
is  a necessity.  Since  the  odds  are  that  most  of  us 
will  travel  by  personal  automobile,  the  responsibil- 
ity rests  on  us  to  get  our  families  there  unscathed. 

Plan  your  route  carefully.  For  those  of  you  in 
mountainous  areas,  check  with  the  state  highway 
departments  to  see  what  roads  may  be  seasonally 
closed  and  may  not  be  listed  on  maps.  You  may 
check  weather  and  road  condition  information  via 
the  Internet  at  www.fhwa.dot.gov/trafficinfo/ 
index.htm. 

Plan  your  fuel  stops  so  you  can  keep  at  least  a 
half  a tank  of  gas  at  all  times.  If  lodging  is  needed 
enroute,  be  sure  to  book  reservations  ahead.  Make 
someone  aware  of  your  itinerary  and  route.  Check 


in  with  them  each  day  with  the  understanding  to  call 
authorities  if  they  don’t  hear  from  you  at  a predeter- 
mined time 

Pack  a survival  kit  just  in  case  of  an  emergency. 

Other  items  you  may  want  to  include  for  harder 
climates  where  surviving  in  your  car  could  be  required: 

Cell  phone  or  citizens  band  radio 

Transistor  radio 

Two  three-pound  coffee  cans  for 
burning  candles  for  heat  and/ 
or  melting  snow 

Blankets,  sleeping  bags,  or  extra 
warm  clothes 

Enough  food  to  help  you  survive 
for  three  to  10  days  depending 
on  your  travel  route  and 
weather 

Should  you  be  stranded  in  your  car,  common  sense 
and  a few  helpful  tips  should  keep  you  safe  until  help 


arrives: 


• • 

Survival  kit  in  case  of  emergency 
should  include  but  not  limited  to: 

Tire  chains 
Tow  chain  or  strap 
Shovel  for  debris  removal 
Battery  jumper  cables 
Matches  and  candles 
Ice  scraper 

Sack  of  sand  or  cat  litter 
Basic  tool  kit 

Flashlight  or  lantern  ( with  extra 
batteries ) 

Flares  and/or  reflective  triangles 
First  aid  kit 

Boots,  gloves,  and  paper  towels 


Stay  in  your  car.  It  will  be  warmer, 
safer,  and  easier  to  find. 

To  avoid  suffocation,  keep  a window 
cracked.  Don’t  run  the  engine  more 
than  needed  and  keep  the  tail  pipe 
clear. 

Move  your  hands  and  feet  to  keep 
warm. 

Stay  awake.  If  you  must  sleep,  huddle 
together  to  retain  heat.  Don’t  sleep 
with  car  running  because  of  carbon 
monoxide  poisoning. 

This  winter  make  it  a priority  to  travel  safely 
whether  to  work,  home,  or  on  a holiday  trip, 
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The  Way  I See  It 


Vision  implies  change.  Change  is  upon  us.  We  are 

better  off  to  participate  in  change  and  to  help  shape  it 
than  to  be  dragged  along  by  change.  You  can  help  shape 
the  future  and  make  it  better.  You  know  your  job  better 
than  anyone.  What  are  your  ideas  for  improving  opera- 
tions? Share  them  on  the  space  below  and  mail  this 
according  to  the  instructions  on  the  back  of  this  form, 
postage  free. 


Please  be  as  detailed  as  possible  when  citing 
examples  for  improvement.  Recruiters,  support  staff, 
and  family  members  are  encouraged  to  use  this  space  to 
voice  ideas  and  concerns.  If  you  desire  a direct  response 
to  your  comments  or  suggestions,  please  include  your 
name  and  address.  Names  are  not  required. 


Dear  Chief  of  Staff: 


Teamwork:  Working  together  as  a team,  we  can  Command.  All  forms  are  mailed  to  and  received  directly 
accomplish  more  than  working  as  individuals.  Share  by  the  USAREC  Chief  of  Staff,  Fort  Knox,  Ky. 

your  vision  for  the  future  of  the  US  Army  Recruiting 


HQ  USAREC  Fm  1825,  Rev  1 May  98  (Previous  editions  are  obsolete) 
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Fold  here  second  and  secure  with  tape 


DEPARTMENT  OF  THE  ARMY 
HEADQUARTERS 

U.S.  ARMY  RECRUITING  COMMAND 
FORT  KNOX,  KY  40121-2726 


OFFICIAL  BUSINESS 


BUSINESS  REPLY  MAIL 

FIRST-CLASS  MAIL  PERMIT  NO.  600  FORT  KNOX  KY 


POSTAGE  WILL  BE  PAID  BY  ADDRESSEE 


ATTN:  RCCS  (CHIEF  OF  STAFF) 
COMMANDER 

US  ARMY  RECRUITING  COMMAND 
1307  3RD  AVE 

FORT  KNOX  KY  40121-9972 


I.I..III IM.I.mIII.U.ImL.U.I.I.I.I 


Fold  here  first 


NO  POSTAGE 
NECESSARY 
IF  MAILED 
IN  THE 

UNITED  STATES 
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The  Wav  I See  It 
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From  the  Recruiter: 

Since  becoming  a detailed  recruiter  in  Nov  97, 1 have 
seen  very  few  hometown  news  releases  in  our  local 
papers.  I am  told  by  A&PA  that  I am  not  allowed  to  do 
any  kind  of  releases.  I am  also  told  they  are  handled  by 
the  Air  Force  out  of  Kelly  AFB  and  there’s  not  a lot  we 
can  do  to  fix  it.  Fm  sending  a copy  of  a letter  from  a 
proud  and  very  prominent  parent  in  my  community.  Her 
son  left  in  June  of  1999  and  no  information  has  ever  been 
put  in  the  paper.  I have  numerous  parents  of  the  young 
men  and  women  I have  put  in  the  Army  that  are  still 
asking  about  seeing  their  son  or  daughter  in  the  paper. 
Every  week  there  are  articles  about  the  Navy,  Air  Force, 
and  Marines,  and  I get  phone  calls  from  these  parents 
asking  me  what’s  wrong  with  the  Army. 

My  suggestion,  the  NCO  that  put  that  soldier  in  the 
Army  is  going  to  take  care  of  his  soldier  more  than 
anyone  else.  That  NCO  is  also  going  to  care  about  what 
goes  in  the  newspapers  in  his  local  community.  Let  the 
NCO  (recruiter)  that  put  that  soldier  in  the  Army  do  the 
news  release  and  it  be  approved  by  the  Battalion  A&PA. 


I’ve  put  many  outstanding  soldiers  in  the  Army,  they  need 
to  be  recognized.  I will  be  leaving  recruiting  in  about  two 
months,  and  I know  I will  never  see  this  fixed,  but 
hopefully  this  letter  will  fix  the  problem  for  the  NCOs 
coming  behind  me.  I also  think  this  is  an  Army-  wide 
problem.  Anytime  any  soldier  E 1 thru  O- 1 0 is  given  an 
award  it  should  go  back  to  his  hometown.  It’s  great  PR 
and  you’d  be  surprised  at  how  much  it  helps  with  recruit- 
ing. 

From  the  Chief  of  Staff: 

Thank  you  for  your  letter  concerning  hometown  news 
releases.  I agree  with  you  that  hometown  soldiers  should 
receive  recognition  for  entering  the  Delayed  Entry/ 
Delayed  Training  Program  (DEP/DTP). 

The  Army/Air  Force  Hometown  News  Center  located 
at  Kelly  Air  Force  Base,  Texas,  sends  invitations  to 
newspapers  asking  them  to  participate  in  the  program. 

As  you  may  know,  many  of  the  larger  newspapers  do  not 
desire  to  participate  and  unfortunately,  the  newspaper 
within  your  ZIP  Code  is  not  listed  as  a participating 
newspaper.  However,  I have  asked  Hometown  News  to 
recontact  the  newspaper  and  ask  again  for  their  partici- 
pation. 

In  searching  our  records  here  at  the  headquarters,  the 
Chicago  Recruiting  Battalion  Advertising  and  Public 
Affairs  ( APA)  office  had  209  releases  distributed  to 
newspapers  during  August.  The  releases  go  to  the 
newspaper  within  the  ZIP  Code  of  relatives  listed  on  the 
DEP/DTP  news  release  form,  which  may  not  be  the 
newspaper  in  your  recruiting  station  area. 

You  may  write  and  send  releases  from  your  station  if 
you  desire;  however,  I ask  that  you  first  fax  the  release  to 
your  APA  for  review.  Also,  in  answer  to  the  attachment 
to  your  letter  concerning  a soldier’s  completion  of 
training,  his  unit  will  forward  DD  Form  2266,  Hometown 
News  Release  Information,  to  Hometown  News. 

Thank  you  again  for  bringing  this  concern  to  my 
attention. 
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U.S.  Army  builds  interactive  relationship  with  community  leaders 


by  Helen  Elrod,  A&PA 
Chicago  Recruiting  Bn 

The  U.S.  Army  built  a long-term 
relationship  with  key  Chicago  leaders 
and  exchanged  ideas  on  how  to  provide 
opportunities  for  today's  youth  during 
the  Multicultural  Leadership  Confer- 
ence, Oct.  5. 

“Today’s  youth  are  growing  up  in  an 
environment  that  is  very  different  from 
previous  generations,”  said  Secretary  of 
the  Army  Louis  Caldera.  He  identified 
this  conference  to  be  a venue  to 
determine  the  obstacles  facing  today’s 
youth  and  to  provide  “an  opportunity 
for  us  [the  U.S.  Army]  to  listen  to  you 
[community  leaders]  on  how  we  can  do 
a better  job  with  America’s  youth.” 

We  want  people  to  understand  that 
the  U.S.  Army  “is  worthwhile  for 
young  people,  even  though  they  may 
not  plan  on  it  as  a long-term  career,” 
said  Caldera  during  the  media 
roundtable  where  a select  team  of  local 
college  and  high  school  editors  were 
also  invited  to  participate. 

Two  student  journalists  from  Amos 
Alonzo  Stagg  High  School  in  Palos 
Hills,  Zaynab  Kamal  and  Alexis 
Chemak,  were  excited  about  the 
opportunity  to  interview  the  Secretary 
of  the  Army.  During  the  roundtable, 
Caldera  even  remarked  on  these 
particular  students’  level  of  preparation. 

Their  in-depth  research  demon- 
strated their  degree  of  enthusiasm  and 
skill,  but  it  still  didn’t  give  them  a 
cloudless  picture  of  the  U.S.  Army  of 
today.  It  wasn’t  until  after  hearing 
members  of  the  roundtable  panel 
discuss  the  Army  and  the  opportunities 
it  provides,  did  these  young  journalists 
grasp  how  the  U.S.  Army  has  trans- 
formed through  the  years. 

“The  Army  values  education  and 
technology,”  said  Caldera.  This  simple 
statement,  supported  by  the  extensive 
list  of  programs  centered  on  these 
values,  clearly  characterized  the  Army 
as  the  service  of  the  future. 

Army  SSG  David  Dacillo,  a recruiter 
from  Oak  Lawn  Recruiting  Station  who 
escorted  the  two  journalists,  said, 


“They  were  astonished  on  how  there  was 
a big  misconception  about  the  Army. 
They  thought  it  was  all  about  fighting  in 
combat.  Now,  they  know  the  Army  is  all 
about  quality  of  jobs,  education,  and 
life.” 

The  conference  was  a combination  of 
briefings  and  three  focus  groups  themed: 
business,  community,  and  education.  To 
fully  integrate  the  “civilian”  component 
into  the  Army-sponsored  conference,  the 
Army  allied  with  prominent,  community 
members  to  act  as  speakers  and  modera- 
tors. 

One  resounding  theme  echoed  in  each 
focus  group  — community  members 
want  the  Army  to  be  more  involved  in 
the  community.  One  participant  stated, 
“if  only  there  were  as  many  recruiting 
stations  as  Starbucks.”  After  the  chuckles 
and  affirmative  headshakes  subsided,  this 
light-hearted  comment  spurred  further 
discussion  on  how  to  boost  the  Army’s 
presence  within  local  communities  and 
position  soldiers  to  have  a positive 
effect. 

Discussion  circled  around  how  “the 
Army  is  perceived  as  being  external  from 
the  local  community”  and  the  group 
recommended  that  the  Army  launch  a 
publicity  platform  with  the  core  intent 
based  on  educating  people.  According 
to  the  community  leaders,  the  Army 
needs  to  drive  public  perception  towards 
a more  synergistic  attitude  of  “the  Army 
is  coming  to  do  something  for  the 
community,”  and  away  from  the  current 
perception  of  “the  Army  is  just  in  it  for 
the  Army.” 

Expressing  concerns  about  losing 
young  people  from  the  community, 

Joseph  M.  Harrington,  of  Rush-Presbyte- 
rian-St.  Luke’s  Medical  Center,  said, 

“I’m  excited  about  the  opportunities  that 
the  Army  offers,  but  the  skills  that  the 
Army  teaches  are  not  in  the  communities 
that  the  young  people  come  from.  So,  the 
young  people  don’t  come  back  into  the 
community  where  they  were  raised. 

There  just  aren’t  those  opportunities, 
such  as  leadership  positions,  in  the 
communities.”  This  prompted  immediate 
discussion  about  the  new  Army  program 
called  PaYS,  Partnership  for  Youth 


Success.  According  to  Army  officials, 
this  program  links  new  soldiers  with  a 
civilian  employer  for  employment  after 
a successful  tour  of  service.  Corpora- 
tions, called  PaYS  Partners,  have  agreed 
to  make  job  vacancies,  which  match 
Military  Occupational  Specialties, 
available  to  soldiers  upon  separating  the 
military. 

“My  company  just  came  on  board 
with  PaYS,  and  I'm  glad  to  hear  there 
are  concerns  about  the  opportunities  for 
young  people  in  the  communities,”  said 
Jeanese  Graham,  of  Sears  Logistics 
Service.  “We  have  these  job  opportuni- 
ties for  young  people  in  the  very 
communities  from  which  they  came.” 

Members  of  the  business  group, 
locking  onto  the  positive  ethical, 
professional,  and  moral  fiber  of  soldiers, 
said  that  the  Army  should  identify 
successful  minorities  and  bring  them 
back  into  the  community  to  mentor 
young  people. 

Comprised  primarily  of  educators, 
those  in  the  education  focus  group 
reproached  the  Army  for  not  interacting 
enough  with  schools  and  “teaching  only 
18-year-olds  and  above  [those  who  join 
the  Army],”  about  the  characteristics 
indicative  of  a soldier  - respect,  honor, 
and  loyalty. 

Countering,  Cadet  CSM  Samira 
Jimenez,  of  Hubbard  High  School, 
voiced,  “The  Army  doesn’t  just  teach 
‘18-year-olds  and  up’  about  honor, 
loyalty,  respect,  and  self-discipline.  I'm 
a member  of  JROTC,  and  I would  like 
to  think  that  I have  learned  about  those 
things  too.  Young  people  in  JROTC 
programs  are  learning,  not  only  about 
themselves,  but  these  things  too.” 

Gaining  insight  from  community 
leaders  during  this  event  will  enable  the 
Army  to  create  viable  strategies  to  help 
provide  brighter  futures  for  young 
people  of  today.  The  Assistant  Secretary 
of  the  Army  for  Manpower  and  Reserve 
Affairs,  the  Honorable  RT.  Henry,  said 
that,  “in  the  future,  when  you  see  an 
Army  that  is  more  technologically  savvy 
and  better  educated,  I want  you  to  look 
back  on  this  day  and  feel  you  played  a 
part  in  the  Army’s  advancement.”  ■■ 


20 


Recruiter  Journal  / November  2000 


Cracking  the  code  on  college  penetration 


by  Linda  Garret,  A&PA 
Oklahoma  City  Bn 

Conway  Recruiting  Station  in 
Arkansas,  a part  of  the  Oklahoma  City 
Recruiting  Battalion,  was  recently 
recognized  by  USAREC  as  having  one 
of  the  best  college  recruiting  plans  in  the 
Army. 

Conway  Recruiting  Station  was 
singled  out  for  doing  an  outstanding  job 
on  college  campuses  during  the  5th 
Brigade  Unit  Status  Briefing  in  San 
Antonio,  Texas. 

“Conway  Recruiting  Station  has  the 
best  college  plan  in  the  battalion,”  said 
CSM  Anthony  C.  Gales,  Oklahoma 
City  Recruiting  Battalion. 

Conway  station  commander,  SFC 
Bruce  Thompson,  has  written  a hand- 
book that  lays  out  the  details  for 
successful  penetration  for  on-campus 
recruiting.  Thompson’s  plan  is  divided 
into  four  key  areas:  (1)  the  Army  as  a 
threat  to  colleges;  (2)  regular  Army 
recruiters  buying  into  the  college  plan; 

(3)  leadership  looking  at  the  college 
market  as  one  whole  market;  and 

(4)  college  markets  fluctuating  depend- 
ing on  time  of  year,  region,  and  knowl- 
edge of  recruiters. 

“The  first  problem  of  recruiting  on 
college  campuses  is  that  we  are  per- 
ceived as  a threat  by  school  officials  and 
parents  who  dream  of  their  children 
being  college  graduates,”  said  Thomp- 
son. “But  that  is  not  true.” 

Thompson  thinks  the  Reserve 
recruiters  are  not  seen  as  threatening  as 
the  regular  Army  recruiters.  Reserve 
recruiters  have  the  ability  to  back  up 
their  talk  about  staying  in  school 
because  one  weekend  a month  does  not 
alter  a young  person’s  ability  to  finish 
school. 

The  plan  to  combat  the  threat  and 
educate  the  administration  and  teachers 
is  to  have  the  Reserve  recruiters 
spearhead  the  college  program  by 
speaking  at  dorm  presentations  and 
campus  COI  functions.  Making  the 
administrators,  teachers,  students,  and 
parents  understand  that  the  Army  wants 
the  students  to  stay  in  school  is  para- 
mount. 

Regular  Army  recruiters  also  play  an 
important  part  of  campus  recruiting. 


They  perform  flanking  maneuvers  and  a 
clean  up  role  for  the  50  percent  of 
students  who  will  drop  out  of  college. 

The  second  key  element  of  the 
successful  college  plan  is  selling  the 
program  to  regular  Army  recruiters. 
Many  recruiters  think  college  campuses 
are  a waste  of  their  time  because  the 
students  are  in  college. 

However,  students  show  a propensity 
to  enlist  in  the  Army  during  certain 
times  of  the  year.  Thompson  has  found 
students  enlist  in  the  regular  Army 
during  times  that  correspond  to  the  end 
of  the  semester.  This  puts  most  regular 
Army  enlistments  occurring  at  the  end 
of  the  spring  semester  while  USAR 
enlistments  occur  with  regularity 
throughout  the  school  year  if  the  plan  is 
properly  worked. 

The  third  key  point  of  the  plan  is  to 
get  all  levels  of  USAREC  to  look  at  the 
college  market  as  six  separate  markets 
instead  of  just  one  market. 

Thompson  believes  the  six  markets, 
which  include  freshmen,  sophomores, 
juniors,  seniors,  graduate  students  and 
graduates,  are  separate  and  distinct 
markets.  Each  category  defines  students 
at  different  levels  of  education,  maturity, 
physical  development,  and  financial 
well-being. 

Based  on  this  theory  and  recognizing 
each  market  as  separate  is  half  the  battle 
to  develop  an  effective  penetration  plan. 
For  example,  statistics  show  50  percent 
of  the  freshman  class  will  drop  out 
during  the  first  year.  Therefore,  regular 
Army  recruiters  should  be  placed  in  that 
market  toward  the  end  of  the  semester. 

Windows  of  opportunity  in  each 
market  segment  are  short.  Planting  a 
seed  and  the  first  to  contact,  first  to 
contract  theory  holds  at  least  some 
wisdom  in  the  freshman  market. 

There  are  opportunities  within  the 
other  college  markets  as  well.  For 
example,  at  the  completion  of  the 
sophomore  year  when  a student  must 
make  a decision  and  declare  a major  is 
another  window  of  opportunity.  When  a 
student  runs  out  of  funds  or  their  grades 
fall  is  another  opportunity  to  sell  the 
Army  benefits. 

The  last  key  point  of  the  college 
penetration  plan  is  knowing  that 


college  markets  fluctuate  based  on 
region,  time  of  year,  and  the  ability  and 
knowledge  of  assigned  recruiters. 

Because  of  these  facts,  it  is  difficult 
to  say  that  one  plan  will  work  in  every 
area.  The  college  plan  must  be  custom- 
ized to  the  area  and  time  of  year. 

Other  ways  to  penetrate  the  college 
market  are  to  use  campus  clubs  and 
groups  such  as  ROTC,  financial  aid 
counselors,  housing  counselors,  and 
student  services. 

Conway  Recruiting  Station  has  been 
very  successful  using  these  organiza- 
tions for  high  visibility  and  telling  the 
Army  story.  For  example,  Thompson 
works  with  the  ROTC  department  for 
referrals,  COI  events  and  a partnership 
with  the  Gold  Bar  Recruiter.  The 
University  of  Central  Arkansas’  ROTC 
department  has  given  local  recruiters 
space  in  their  building  to  have  a sub- 
station. The  station  is  manned  during  the 
school  year. 

Establishing  a cooperative  relation- 
ship with  the  Financial  Aid  and  Housing 
Department  counselors  is  another  way  to 
share  the  Army.  Many  of  the  school 
personnel  do  not  know  about  the 
educational  benefits  and  money  for 
college  the  Army  offers.  Recruiters  can 
educate  them  so  when  students  tell  the 
counselors  they  are  leaving  school 
because  of  funds,  they  can  refer  them  to 
the  Army. 

Other  campus  organizations,  such  as 
Student  Services  and  Student  Senate, 
offers  great  opportunities  for  “out  of  the 
box”  recruiting  ideas.  Forming  a 
partnership  with  these  groups  can 
provide  leads,  establish  contacts,  and 
lead  to  possible  contracts. 

The  Conway  Recruiting  Station  uses 
the  campus  closed  circuit  television 
channel  to  target  specific  markets 
depending  on  the  time  of  year  and  trends 
on  campus. 

A successful  plan  is  one  that  is 
constantly  worked  and  updated  as  new 
ideas  surface. 

Recruiting  challenges  are  changing. 
To  be  successful,  strategy  has  to  change 
and  be  updated  at  regular  intervals. 
“Think  outside  the  box,  try  new  pro- 
grams and  saturate  the  college  campus,” 
said  Thompson.  rr 
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Yahoo  contest  winner  jumps 

by  SPC  Nicole  Alberico 


Knights 


Army  News  Service 

With  words  from  the  heart,  one  young 
American  won  an  Internet  contest  and  a 
shot  at  fantasy  jobs  on  two  Army  installa- 
tions, culminating  in  a jump  with  the 
Golden  Knights. 

The  Army’s  winner,  Rosalyn-Sue  Smith, 
18,  from  Marietta,  Ga.,  began  her  adven- 
ture with  Apache  flight  training  at  Fort 
Rucker,  Ala.  and  ended  with  airborne  train- 
ing at  Fort  Bragg,  N.C.  The  contest  in- 
cluded writing  a short  essay  and  filling  out 
a resume. 

The  whole  essay  contest  was  a joint  ef- 
fort by  the  Department  of  Defense  and  the 
Internet  search  giant  — Yahoo!  — to  in- 
crease the  military's  visibility  and  dispel  old 
stereotypes  about  the  Army,  as  well  as,  tread 
new  grounds  in  recruiting,  said  LTC  Will- 
iam L.  Wheelehan,  chief  of  the  community 
relations  team  for  the  Department  of  De- 
fense. “Today’s  military  is  different  than 
my  father’s  military.  Things  have  changed, 
and  we’re  trying  every  conceivable  way  to 
get  the  word  out.  Yahoo!  gave  us  a great 
opportunity,”  said  Wheelehan. 

“...The  tradition,  history,  and  brother- 
hood that  come  along  with  the  right  to  be 
called  an  American  soldier,  have  captivated 
and  inspired  me  to  push  myself  beyond  my 
own  limits  and  accept  challenges  head-on,” 
Smith  stated  in  her  essay. 

She  wrote  these  words,  coincidentally, 
on  June  1 4,  the  225th  birthday  of  the  Army. 
Less  than  four  months  later,  she  was  expe- 
riencing those  challenges  herself. 

“I  didn’t  work  on  the  essay  for  hours,  I 
just  sat  down  and  wrote.  It  was  from  the 
heart,”  said  Smith.  “Patriotism  has  always 
been  a fundamental  in  my  family.  I think  a 
lot  of  homes  have  gotten  away  from  that  in 
our  generation.” 

After  observing  the  prestigious  82nd 
Airborne  Division,  experiencing  a leap  from 
a 34-foot  training  tower,  and  learning  about 
Army  Special  Operations  Command,  it  was 
off  to  DeGlopper  Street  on  Fort  Bragg,  N.C., 
where  the  U.S.  Army  Parachute  Team  is 
headquartered. 

For  days  leading  up  to  the  “most  incred- 
ible rush”  of  her  life,  inclement  weather 
plagued  the  Fort  Bragg  area.  The  day  of 
her  jump,  the  sky  cleared  to  embrace  the 
curious  Smith. 


“I  have  always  watched  the  Golden 
Knights  and  other  skydivers  and  para- 
troopers and  it’s  something  I always 
wanted  to  try,”  said  Smith.  “I  like  to  chal- 
lenge myself  every  way,”  said  Smith,  who 
said  she  has  wanted  to  skydive  her  entire 
life.  A dream  she  had  to  put  on  hold,  be- 
cause of  her  age. 

But  now,  the  Kennesaw  State  Univer- 
sity student  was  more  than  ready,  legally 
and  mentally.  Smith  said  her  jump  was  an 
emotional,  physical,  and  spiritual  rush.  Her 
tandem  jump  was  her  ultimate  challenge. 

SSG  Marc  Hogue,  head  of  the  Team’s 
Tandem  Orientation  Program,  along  with 
other  members  of  the  Team,  helped  turn 
Smith’s  fantasy  into  a reality.  Hogue 
briefed,  trained,  prepared,  and  flew  Smith 
through  the  whole  experience. 

A tandem  jump  is  where  two  people 
share  the  same  parachute.  Smith  wore  a 
special  harness  which  was  connected  to 
Hogue. 

At  14,000  feet,  the  Twin  Otter’s  side  door 
opened.  Smith  looked  down  at  the  small 
earth  and  said  she  was  more  excited  than 
nervous. 

“I  couldn’t  wait  to  get  out  there,”  said 
Smith  abou|  that  split-second  before  her 
exit. 


As  Smith  d*cended,  her  mother  and 
friends  cheered  wildly  from  the  ground. 
“It  was  incredible,”  Rosalyn  Smith, 


Rosalyn-Sue’s  mother  said  of  her  jump. 
“This  is  one  time  in  my  life  I lived  vicari- 
ously through  her  because  I would  love  to 
do  that  too.” 

Her  dad  was  seated  in  the  aircraft  to 
witness  his  daughter’s  leap  into  the  sky. 

“It  was  awesome,  she  loved  it,”  said 
Dallas  Smith. 

Of  all  the  other  services  Smith  could 

- 

have  entered,  she  chose  the  Army  for  a 
special  reason. 

“I  work  for  an  organization  called  Adopt- 
a-Platoon,  which  supports  deployed  sol- 
diers and  stateside  soldiers,”  said  Smith. 

“(They’re)  here  to  help,”  she  said.  “We 
write  letters,  send  care  packages  and  hold 
fundraisers  for  troops  around  the  world. 
My  family  has  always  been  very  support- 
ive of  our  armed  services,  and  in  turn  taught 
me  the  value  of  support  and  love  for  our 
men  and  women  defending  our  country  — 
the  kind  of  support  they  deserve  because 
of  the  sacrifices  they  make  to  keep  us  safe. 

“I  thought  that  going  through  a small 
piece  of  what  the  soldiers  go  through  daily, 
I would  be  able  to  learn  what  it  feels  like 
and  how  I can  better  support  them.” 

Before  visiting  Fort  Bragg,  Smith  spent 
time  down  at  Fort  Rucker,  Ala.,  learning 
about  aviation.  While  there  she  learned 
about  the  OH-58D  Kiowa  Warrior  helicop- 
ter and  the  AH-64  Apache  attack  helicop- 
ter. 

“I  spent  time  in  the  simulators  for  both 
helicopters,  but  I actually  got  to  fly  the 
Apache.  It  was  hooah,”  Smith  said. 

Smith  said  her  experiences  with  the  Army 
have  been  entirely  positive,  and  she  is  con- 
sidering joining  after  going  to  college. 

“After  doing  everything  in  the  past  few 
days,  my  respect  and  admiration  for  the 
Army  has  risen  greatly.  The  sacrifices  made 
and  the  risks  taken  to  protect  our  country 
are  amazing.  If  I join,  I plan  on  being  air- 
borne,” Smith  said. 

Smith’s  winning  essay  can  be  read  at 
http://careers.yahoo.com/employment/ 
fantasy/armyfantasy.html. 

(Editor’s  note:  SPC  William  Patterson, 
49th  Public  Affairs  Detachment,  Fort  Bragg, 
N.C.,  and  PVT  M.  William  Peterson,  Fort 
Rucker,  Ala.,  contributed  to  this  story.  SPC 
Nicole  Alberico  is  a member  of  the  Golden 
Knights  public  affairs  team.)  23 
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Veterans  support  recruiting  mission  through 
US AR EC/American  Legion  partnership 


by  Patricia  Leathern , A&PA 
USAREC  HQS 

The  United  States  Army  Re- 
cruiting Command  has  formed  a 
new  partnership  with  longtime 
friends,  who  know  from  personal 
experience  what  it’s  like  to  be  an 
Army  soldier.  These  “partners” 
are  the  veterans  of  the  American 
Legion. 

On  August  5,  2000,  details  of 
the  USAREC/Legion  partnership 
were  finalized  with  a Memoran- 
dum of  Understanding  signed  by 
the  USAREC  Commanding 
General,  and  the  National  Com- 
mander of  the  American  Legion. 

The  Legion  is  made  up  of  300 
full-time  staff  employees  and 
thousands  of  volunteers  who  serve 
on  Legion  commissions  and 
committees  in  local  communities. 

Chartered  by  Congress  in  1919 
as  a wartime  veteran’s  organiza- 
tion, the  American  Legion  now 
numbers  nearly  three  million 
members  in  approximately  15,000 
Legion  posts  worldwide. 

According  to  the  MOU,  both 
organizations  will  fulfill  certain 
responsibilities. 

USAREC  will: 

— Provide  the  Legion  a list  of 
USAREC  organizations  and  will 
provide  an  annual  update. 

— Provide  information  regard- 
ing Legion  activities  and  special 
community  events  in  local 
USAREC  unit  informational 
materials  such  as  bulletins  and 
newsletters  and  in  newcomer 
orientations. 

— Encourage  new  recruiters  to 
visit  their  local  Legion  post  to 


make  contact  with  these  com- 
munity leaders. 

— Provide  information  to 
recruiters  in  the  field  informing 
them  about  the  resources  avail- 
able from  the  Legion’s  website 
and  similar  information  re- 
sources. 

— Inform  Legion  posts  and 
members  about  The  Army 
Involvement  in  Recruiting 
(TAIR)  events  where  appropriate 
in  the  local  community. 

The  American  Legion  will: 

— Provide  a list  of  Legion 
State  Adjutants  to  USAREC 
HQS  and  will  update  the  list  on 
an  annual  basis. 

— Provide  information  on 
Army  recruiting  in  the  American 
Legion  Magazine  and  Dispatch 
Newsletter  and  encourage 
publicity  in  state  and  local 
American  Legion  publications. 

— Encourage  local  Legions  to 
sponsor  or  host  new  recruiters  as 
they  arrive  in  the  community  and 
provide  opportunities  for  Army 
recruiters  to  interact  with  Legion 
members  across  the  country. 

— Provide  a link  from  the 
Legion’s  website  to  the 
USAREC  commercial  website  to 
provide  current  information  on 
Army  recruiting  initiatives  and 
programs. 

According  to  USAREC’s 
Soldier  and  Family  Assistance 
Branch  this  new  partnership  with 
the  Legion  will  benefit  recruiters 
both  professionally  and  person- 
ally. The  partnership  will  result 
in  faster  and  more  effective 
assimilation  of  recruiters  into 


new  commu- 
nities. 

Through  this 
partnership,  a 

Legion  sponsor  would  become  an 
invaluable  COI  for  the  new 
recruiter.  Recruiters  will  also 
benefit  from  the  already  estab- 
lished relationship  the  Legion  has 
with  local  schools. 

Both  USAREC  and  the  Ameri- 
can Legion  recognize  other 
intangible,  long-term  benefits  of 
this  partnership.  USAREC  obtains 
a knowledgeable,  experienced 
recruiting  resource  in  Legion 
members.  USAREC  family 
members  will  benefit  from  the 
relationships  and  friendships 
extended  to  them  by  Legion  family 
members.  Also,  the  Legion  will  be 
exposed  to  a new  market  of 
potential  members  among  recruit- 
ers and  their  recruits. 

Thus,  the  greatest  benefit  of  this 
partnership  is  in  forming  a support 
network  in  which  soldiers  and 
veterans  share  common  values, 
experiences,  and  goals. 

For  more  information  about  the 
USAREC/American  Legion 
partnership,  contact  the  Chief, 
Personnel  Directorate,  United 
States  Army  Recruiting  Com- 
mand, Building  1307,  Fort  Knox, 
KY  40121-2726,  or  visit  the 
website  at  www.usarec.army.mil. 
You  can  also  contact  Mr.  Robert 
W.  Spanogle,  National  Adjutant, 
The  American  Legion,  P.O.  Box 
1055,  Indianapolis,  Ind.  46206, 
or  visit  their  website  at 
www.legion.org. 
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Things  You  Should  Know 


Dr.  Pamela  L.  Prewitt 
Strategic  Concept  Center,  PAE 

Two  of  the  proposals  that  have  been 
submitted  to  the  USAREC  Reinvention 
Lab  since  its  creation  in  January  2000 
have  been  approved  by  USAREC  and  are 
working  their  way  through  the  appropri- 
ate higher  commands. 

One  proposal  is  a legislative  package 
that  should  make  its  way  to  the  floor  of 
Congress  as  part  of  the  DoD  authoriza- 
tion bill  in  February  2001 . If  approved  by 
Congress,  it  would  become  effective 
October  2001.  Since  legislative  packages 
are  submitted  on  a yearly  basis,  the 
process  may  seem  lengthy  but  the 
Reinvention  Lab  can  eliminate  some  of 
the  bureaucracy  and  expedite  changes. 

The  first  legislative  package,  a 
Recruiter  Achievement  Incentive 
Program,  delineates  a change  to  current 
legislation  that  limits  recruiters  to 
receiving  medals,  trophies,  badges  and 
similar  devices.  The  proposed  legislative 
amendment  would  enable  USAREC  to 
authorize  incentive  awards  to  recruiters 
for  excellence  in  accomplishments  or 
competitions  related  to  recruiting. 

If  Congress  passes  this  legislation, 
USAREC  intends  to  implement  an 
incentive  program  that  would  award 
vacation  packages  to  over-producing 
recruiters.  The  program  would  consist  of 
an  approved  leave/pass  and  a vacation 
package  of  choice.  Family  members 
would  be  included.  This  program  could 
be  executed  within  the  parameters  of 
station  missioning.  A recruiter  would 
have  to  achieve  specified  criteria,  i.e., 
points  awarded  for  over-production 
achieved  on  separate  occasions  to 
accumulate  enough  points  to  have  a 
particular  level  award. 

A civilian  contract  service  would 
execute  the  program  and  provide 
promotional  materials  to  the  recruiter’s 
home.  Many  packages  include  additional 
features  such  as  coupons  for  dinner  and 
passes  to  other  local  activities.  A 
requirement  of  the  program  is  that 
facilities  must  be  within  driving  distance 


of  any  recruiter.  These  programs  utilize 
block  reservations  at  selected  resort 
areas  throughout  CONUS  for  designated 
time  periods.  The  number  of  participating 
resorts  is  so  extensive  that  a recruiter  can 
drive  to  one  of  these  locations  within  one 
day.  The  program  would  award  the 
soldier  and  his/her  family  a three  to  seven 
night-stay,  based  on  a specified  accumu- 
lative point  system  at  selected  hotels 
and/or  resorts  - at  no  cost  to  the  soldier. 

The  second  submission  to  the 
Reinvention  Lab  requests  a waiver  from 
DoD  to  allow  use  of  the  DD  Form  372  for 
verifying  birth  of  a dependent.  The 
current  process  only  allows  for  use  of 
this  form  with  the  applicant.  A birth 
certificate,  passport  or  naturalization 
certificate  is  used  to  verify  the  citizenship 
for  eligibility  requirements.  If  an  appli- 
cant does  not  have  an  available  birth 
certificate,  DoD  policy  permits  recruiters 
to  telephonically  verify  the  birth  of  the 
applicant  using  DD  Form  372,  Request  for 
Verification  of  Birth.  This  same  form 
cannot  be  used  to  verify  an  applicant’s 
dependent  identity. 

Department  of  Defense  personnel  are 
reviewing  this  policy  and  have  30  days  to 
respond. 

These  Reinvention  Lab  submissions 
are  designed  to  reward  recruiters  for  hard 
work  and  to  ease  some  of  the  restrictions 
with  processing  paperwork. 

So  if  you  have  a great  idea  and 
haven’t  taken  the  time  to  submit  it  to  the 
Reinvention  Lab,  reconsider.  The  folks  in 
the  Lab  stand  ready  to  assist  you.  The 
Reinvention  Lab  has  not  eliminated  all  of 
the  red  tape,  but  with  a great  idea  and 
persistence,  life  can  be  improved  for 
recruiters  in  the  field. 

For  further  information  visit  the 
USAREC  Web  Site  at  http://hq.usarec. 
army.mil  and  click  on  Reinvention  Lab. 

Employee/Members 
Self  Service  Program 
(E/MSS)  and  Electronic 
Leave  and  Earnings 
Statement  (E-LES) 

by  MAJ  Shawn  Fenner 
Resource  Management 

The  Defense  Finance  and  Accounting 
Service  has  begun  offering  a new 


service  called  Employee/Member  Self 
Service.  This  service  is  currently 
available  to  DoD  civilians  and  will 
become  available  to  military  later  this 
year.  This  service  will  allow  recruiters  to 
update  certain  pay  information  by  using 
a personal  computer  to  access  the  pay 
system  via  the  Internet  or  by  using  a 
touch  tone  telephone  via  an  Interactive 
Voice  Response  System. 

Military  personnel  will  be  able  to 
access  the  E/MSS  site  on  the  Defense 
Finance  and  Accounting  Service  home 
page  at  http://www.dfas.mil/emss.  With 
the  touch  of  a button,  users  will  be  able 
to  change  their  own  Federal  tax  with- 
holding status  and  exemptions;  start, 
stop  or  change  allotments,  change  their 
correspondence  address;  and  update 
their  financial  institution  electronic  fund 
transfer  information. 

DFAS  will  add  another  E/MSS 
capability  shortly  after  E/MSS  implemen- 
tation. Users  will  have  the  option  of 
viewing  their  Leave  and  Earning  State- 
ment and  Net  Pay  Advice  via  E/MSS 
(currently  being  tested).  The  option  of 
using  forms  or  routinely  receiving  a hard 
copy  LES  will  remain  available. 

Electronic  Leave  and  Earnings 
Statements  mirrors  the  existing  hardcopy 
LES  and  is  protected  by  a secure 
protocol  that  protects  data  between  the 
user’s  PC  and  the  E/MSS  server.  Users 
can  view  statements  several  days  earlier 
than  existing  hardcopy  LESs  that  come 
in  the  U.S.  Mail.  E/MSS  will  display  the 
last  three  pay  period  LESs  for  viewing  or 
printing. 

E/MSS  is  a voluntary  service.  The 
existing  system  of  making  pay  changes 
will  remain  available  at  your  servicing 
Finance  Office  or  Customer  Service 
Representative  to  submit  hardcopy 
forms. 

E/MSS  has  a myriad  of  security 
features  that  are  built  into  the  design. 
E/MSS  Internet  transmissions  require 
128-bit  encryption  and  uses  Secure 
Socket  Layer  technology.  Access  to  the 
system  is  controlled  via  the  use  of  Social 
Security  Number  and  a Personal 
Identification  Number.  Letters  assigning 
temporary  PINs  to  users  are  on  their 
way. 

In  addition  to  the  PIN,  customers  will 
need  access  to  a PC  with  one  of  the 
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following  industry-standard  browsers: 
Netscape  Navigator  versions  3.0,  4.01  or 
higher,  Microsoft  Internet  Explorer 
version  4.0  or  higher,  or  Netscape 
Communicator. 

Accessing  and  updating  pay  informa- 
tion and  viewing  and  printing  leave  and 
earnings  statements  electronically  is  a 
valuable  tool  for  recruiters  not  located 
near  a military  installation  or  a Defense 
Military  Pay  Office.  Take  advantage  of  it! 
More  information  on  these  initiatives  and 
other  finance  matters  are  available  on  the 
Resource  Management  home  page  at 
http://hq.usarec.army.mil/rm/index.htm. 


November  is  Native 
American  Indian 
Heritage  Month 


Update  on  Special  Duty 
Assignment  Pay  (SDAP) 

by  MAJ  Shawn  Fenner 
Resource  Management 

Recent  actions  by  Congress  to  raise 
the  maximum  SDAP  pay  levels  has 
resulted  in  increased  interest  by  recruit- 
ers concerning  SDAP.  At  the  present 
time,  assumptions  should  not  be  made  as 
to  any  new  SDAP  amounts  or  effective 
dates.  Our  best  guess  is  that  changes 
will  not  be  effective  until  at  least  FY02. 

The  information  below  provides  an 
update  on  the  status  of  the  legislation. 

The  legislative  proposal  to  increase 
the  SDAP  limit  from  $375  to  $600  is 
pending  approval  of  the  FY01  National 
Defense  Authorization  Act.  Approval  is 
expected  sometime  in  the  month  of 
October.  However,  before  an  agreement 
was  completed  on  this  particular  issue, 
the  Assistant  Secretaries  of  all  services 
and  the  Service  DCSPERs  agreed  that  the 
$600  limit  would  be  for  “authority  only” 
inFYOl.  No  Service  could/would 
increase  their  SDAP  program  or  budget 
for  FY01  based  upon  this  agreement. 

Immediately  following  approval  of  the 
FY01  NDAA  (projected  Oct),  a special 
session  of  the  Services  Compensation 
Representatives  and  the  Office  of 
Secretary  Defense  Compensation  boards 
will  meet  to  discuss  the  future  of  SDAP 
and  provide  guidance  to  their  respective 
services. 


Each  service  will  determine  how  to 
execute  SDAP  based  on  affordability  and 
to  meet  its  needs.  USAREC,  in  conjunc- 
tion with  DCSPER,  will  then  determine  if 
current  SDAP  levels  are  adequate  and 
fair  for  recruiters  at  all  levels  and  provide 
input  for  consideration.  The  Army  will 
conduct  its  biennial  review  in  the  summer 
ofFYOl  to  review  and  recommend  any 
new  SDAP  amounts  and  provide 
implementation  guidance  for  FY02. 

Current  SDAP  levels  are: 

Level  3 - $165  (Career  Counselors) 

Level  4 - $220  (HQs  USAREC  and 
Brigade  Staff) 

Level  5 - $275  (Ops/Bn,  NCOs) 

Level  6 - $375  (Production  recruiters, 
battalion  level  recruiter  trainers  and 
guidance  counselors  — does  not  include 
brigade  and  Headquarters,  USAREC 
staff). 

Army  Emergency  Relief 

Army  Emergency  Relief  is  available  to 
provide  emergency  loans  and  grants  to 
soldiers  and  their  families  wherever  they 
are  stationed.  On  Army  installations,  the 
AER  office  is  ready  to  provide  assis- 
tance. On  other  military  installations  the 
emergency  aid  agency  (i.e.  Coast  Guard 
Mutual  Assistance,  Navy-Marine  Corps 
Relief  Society,  Air  Force  Aid  Society)  will 
help  active  duty  service  members  and 
their  families.  Local  American  Red  Cross 
chapters  across  the  U.S.  are  ready  to 
coordinate  AER  assistance  for  soldiers 
and  families  living  and  working  away 
from  military  installations  as  well  as  those 
who  are  on  leave  or  in  transit  to  a new 
duty  location.  For  more  information 
about  AER,  please  contact  your  unit 
Soldier  and  Family  Assistance  office, 

AER  office,  or  your  local  American  Red 
Cross  office. 

TRICARE  Enrollment 

USAREC  soldiers  are  reminded  of  their 
responsibility  to  change  their  TRICARE 
enrollment  if  they  move  from  one 
TRICARE  region  to  another.  This  should 
take  place  as  part  of  their  inprocessing 
the  new  unit.  There  is  no  longer  a 
requirement  for  annual  reenrollment  if  the 
soldier  does  not  move  or  moves  within 
the  same  TRICARE  region. 


Veterans  Day,  Nov.  11 


Special  Operations  Re- 
cruiting Company  seeks 
recruiters 

The  SORC  is  seeking  individuals  to 
recruit  for  Special  Forces  and  for  the 
Special  Operations  Aviation  Regiment. 
Recruiting  for  Special  Operations  units 
requires  the  ability  to  interact  effectively 
with  prospective  candidates  as  well  as 
senior  Army  leadership.  Interested 
soldiers  should  meet  the  following 
criteria:  be  a competent  briefer,  be  highly 
motivated,  capable  of  working  alone 
without  direct  supervision  and,  in 
addition,  meet  the  following  prerequi- 
sites. 

— MOS  79R 

— SSG  through  junior  SFC  (less  than 
three  years  TIG) 

— No  history  of  recurring  disciplinary 
action 

— GT  score  of  1 1 0 or  higher 

— Score  of  229  or  higher  on  the  AFPT 
(17-21  age  category) 

— Airborne  qualified  or  volunteer  for 
airborne  duty 

— Prior  demonstrated  success  as  a 
station  commander  with  one  to  two  years 
experience 

— Cannot  possess  a P-3  profile 

Interested  station  commanders  should 
mail  a copy  of  their  2- 1 , ERB.  DA  photo, 
last  5 NCOERs,  DA  Form  705  (PT  CARD), 
and  contact  information  to  Special 
Operations  Recruiting  Company  Head- 
quarters, Bldg  D-3404,  Darby  Loop,  Fort 
Bragg,  NC  28310. 

POC  is  SFC  Jeffery  Driver  at  (9 1 0)  432- 
1641  ore-mail  Jeffery.Driver@usarec. 
army.mil. 
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No  one  is  out  of  reach  for  LTC  Steven  L.  Shea,  Minneapolis  Recruiting  Bn  commander.  The  “Ultimate 
Rock  Climbing  Experience”  challenged  individuals  16  years  and  older  to  climb  the  24-foot  vertical 
rock  wall.  The  wall  was  part  of  the  6th  Annual  Hoop-lt-Up  3 on  3 Streetball  Tournament,  July  29-30. 
The  battalion  exhibited  to  an  audience  of  2,200  players  and  4,000  spectators.  Center  court  signage, 
on-site  public  address  announcements,  an  Army  Reserve  black  and  gold  Humvee,  and  the  wall 
helped  the  battalion  reach  over  100  target-aged  prospects.  The  Army  was  the  exclusive  “Armed 
Forces”  sponsor  for  this  official  42  city  nationwide  NBA  and  NBC  Sports  streetball  tournament,  w 


Army  Hometown  Recruiter  jumps  into  action  with  lifesaving  skills 


By  Rae  Nola  Smith,  A&PA 
Salt  Lake  City  Recruiting  Bn 

The  24-mile  drive  from  Power,  Mont., 
to  the  recruiting  station  in  Great  Falls  is 
normally  uneventful.  SSG  Michael 
Knutsen  and  Hometown  Recruiter  PFC 
Jeremy  Poirier  had  just  completed  an 
interview  in  Power  and  were  returning  to 
the  station.  They  were  both  aware  of  a 
white  Dodge  Neon  traveling  in  the  same 
direction,  at  least  200  yards  in  front  of 
them. 

Talk  was  halted  when  their  attention 
was  suddenly  drawn  to  a flash  as  the 
Neon  slid  sideways,  hit  a guard  rail  and 
cement  embankment  and  then  rolled  end 
over  end,  finally  landing  upright. 

Knutsen  immediately  called  91 1 and  gave 
directions  to  the  dispatcher. 

After  stopping,  they  grabbed  the  first- 
aid  kit  and  ran  to  the  accident.  The  roof 
of  the  vehicle  was  caved  in  but  the 
occupants  had  removed  their  seatbelts 
and  were  attempting  to  climb  out. 

Knutsen  began  giving  aid  to  the  man  and 
Poirier  began  assisting  the  woman. 


Poirier  had  recently  finished  his  basic 
and  AIT  and  was  quick  to  use  his  first 
responder  training. 

Both  victims  had  head  wounds  that 
needed  immediate  attention,  and  the 
woman  was  complaining  about  her  arm 
and  back.  Poirier  applied  pressure  to 
stop  bleeding,  positioned  her  arm  to 
relieve  the  pain  and  convinced  her  that 
help  was  on  the  way. 

“His  calm  manner  was  instrumental  in 
managing  the  accident  scene  and 
providing  crucial  treatment  to  the 
victims  prior  to  the  arrival  of  emergency 
medical  personnel  and  subsequent  life- 
flight,”  said  Knutsen. 

The  ambulance  arrived  within  15 
minutes,  and  medical  personnel  took 
over.  After  Knutsen  and  Poirier  finished 
with  their  first-aid  skills,  they  used 
blankets  from  the  ambulance  to  provide 
shade  for  the  victims  and  medical 
personnel.  When  the  helicopter  arrived, 
they  helped  load  the  victims  for  the  trip 
to  the  hospital  in  Great  Falls. 

Without  delay  their  station  com- 
mander, SFC  Joel  Weeks,  prepared  the 


paperwork  for  recommendation  of  the 
Army  Achievement  Medal  for  Poirier  and 
presented  it  shortly  before  Poirier  left  for 
Fort  Lewis.  His  parents,  Karen  and 
William  Thomas,  were  present  for  the 
ceremony,  which  was  covered  by  the 
Great  Falls  Tribune  and  KFBB-TV. 

“We 
expect 
seasoned 
military 
members 
to 

respond 
to  critical 
situa- 
tions,” 
stated 
Weeks. 

“We 

don’t  usually  see  someone  right  out  of 
training  respond  this  way.  He  is  a high 
caliber  young  man,  a good  example  of 
what  the  Army  training  provides.  At  this 
accident  scene  these  two  soldiers 
combined  their  skills  and  worked  as  a 
team.” 


PFC  Poirier  receiving  his 
award  from  SFC  Weeks. 
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Recruiter 

By  Linda  Garrett,  A&PA 
Oklahoma  City  Recruiting  Bn 

SFC  Leslie  S.  Shelton,  a 1 3-year  Army 
veteran,  is  a great  recruiter,  but  she  is 
also  an  outstanding  singer. 

Shelton  has  represented  the  Army  and 
opened  numerous  local  events  by  singing 
the  National  Anthem.  She  has  sung  at  car 
shows,  air  shows,  high  school  basketball 
games,  weddings  and  motorcycle  races. 
During  the  Army’s  225th  birthday 
celebration  at  the  Southwestern  Bell 
Bricktown  Ballpark,  Shelton  had  the 
honor  of  singing  at  the  Oklahoma  Red 
Hawks  baseball  game.  The  celebration, 
on  Father’s  Day,  also  gave  her  the 
opportunity  to  sing  in  front  of  her  father, 


sings  for  the 

Glen  Shelton,  who  was  attending  the 
game. 

Shelton  has  been  a recruiter  at  the 
Capitol  Hill  Station,  Oklahoma  City 
Recruiting  Battalion  for  three  years. 
Before  coming  to  Oklahoma  City  she  was 
an  instructor  at  the  Fort  Sill  NCO 
Academy. 

She  has  won  many  awards  while  on 
recruiting  duty.  During  the  third  quarter 
this  year,  she  was  named  Recruiter  of  the 
Quarter,  earned  her  Gold  Badge,  and 
joined  the  battalion’s  Sergeant  Major 
Club. 

Shelton  may  be  small  in  stature,  but 
she  has  the  drive  to  be  successful  and  a 
powerful  voice  that  she  shares  with  the 
community.  S 


community 


SFC  Shelton  singing  at  the 
Red  Hawks  game. 


An  American  Story 

By  Bill  Pearce,  A&PA 
Seattle  Recruiting  Bn 

It  is  a long  way  from  a refugee  camp 
in  Laos  to  running  for  a position  as  a 
State  Representative  to  the  Washington 
State  Legislature,  but  it  is  a journey  that 
SFC  Thomas  “Khamkeo”  Winslow  has 
made. 

Bom  in  Laos,  Winslow  applied  for  a 
visa  to  enter  the  United  States  when  he 
was  twenty-one  and  arrived  in  this 
country  in  1980.  He  enlisted  in  the  Army 
Reserve  in  1984,  and,  after  basic  training 
at  Fort  Leonard  Wood,  Mo.,  he  com- 
pleted Advanced  Training  at  Fort  Lee, 
Va.,  as  a Logistical  Specialist.  His  first 
unit  of  assignment  was  the  92nd  Aviation 
Battalion  at  Paine  Field  in  Everett,  Wash. 
Assignments  to  other  USAR  units 
followed,  including  a tour  in  Europe  in 
1995-96  in  support  of  Operation  Joint 
Endeavor  to  Bosnia. 

While  serving  in  the  Reserve, 
Winslow,  a 1977  top  graduate  of  the 
Lycee  Technique  High  School  in 
Vientiane,  the  capital  city  of  Laos, 
dedicated  himself  to  continuing  the 
education  denied  to  him  by  the  commu- 
nists in  his  native  country.  He  gradu- 
ated from  Highline  Community  College  in 
1983  with  an  Associate  of  Arts  degree 


and  from  Central  Washington  University 
in  1990  with  a Bachelor  of  Science 
degree  in  financial  administration. 

In  1994 
Winslow 
declared  his 
candidacy  for 
State  Repre- 
sentative, 33rd 
District  of 
Washington. 

Although  he 
did  not  win 
the  seat,  he 
campaigned  in 
the  time- 
honored 
tradition  that 
exemplifies  the 
values  of  our 
American 
democracy. 

Winslow 
does  not  take 
the  freedom  and  rights  we  have  as 
Americans  for  granted.  With  his 
experience  in  his  home  country  as  a 
constant  reminder,  he  has  developed  a 
very  special  sense  of  patriotism  and 
respect  for  his  new  country.  In  the 
summer  of  1998,  Winslow,  whose 
languages  include  English,  French,  Lao 
and  Thai,  returned  to  Laos  as  part  of  a 
United  States  Government  team  search- 


ing for  the  remains  of  U.S.  military 
personnel  who  were  listed  as  missing  in 
action.  As 
Winslow 
describes  it: 

“The  work  was 
hard  and  danger- 
ous. There  were 
many  unexploded 
pieces  of 
ordnance,  but  it 
was  a job  that 
needed  to  be 
done  to  bring 
some  piece  of 
mind  to  those 
families  who  lost 
loved  ones  during 
the  war.” 

Winslow  works 
with  the  local 
Laotian  commun- 
ity and  as  a 
member  of  the 
South  East  Asia  Advisory  Council  to 
Senator  Slade  Gorton. 

Winslow  joined  the  Seattle  Recruiting 
Battalion  in  August  of  this  year  and  is 
presently  the  Reserve  Recruiter  for  the 
Federal  Way  Recruiting  Station.  He  and 
his  wife,  Wandalee  “Nang”,  and  their 
daughters,  Patricia  “Viengdalay”  and 
Elizabeth  “Soumaly”,  live  in  Des  Moines, 
Wash,  qki 


SFC  Thomas  Winslow,  Federal  Way  Recruit- 
ing Station,  Seattle  Company 
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Recruiter  uses  “Take  Charge”  program  to  penetrate  local  schools 


by  Janet  Heyl,  A&PA 
Pittsburg  Recruiting  Bn 

Everybody  likes  a guarantee.  So  it’s 
no  wonder  that  when  SSG  Steven  Mercer, 
La  Vale  Recruiting  Station,  promises 
educators  that  for  two  hours  he  can  keep 
their  teens  highly  entertained  they  take 
the  bait. 

But  educators  expecting  a high-tech 
display  of  videocassettes,  music,  and 
glossy  computer  presentations  might  do 
a double  take  when  Mercer  shows  up  at 
their  schools  with  some  simple  supplies. 

His  tricks  of  the  trade  include  ajar, 
some  tennis  balls,  pebbles,  sand,  and 
water. 

These  simple  accessories  enhance 
Mercer’s  personalized  version  of  the 
Army’s  Take  Charge  program  — the 
nationwide  initiative  aimed  at  bringing 
together  thousands  of  parents,  commu- 
nity leaders,  and  recruiters  to  improve 
education. 

Mercer’s  program  not  only  helps 
students  deal  with  peer  pressure  and 
goal  setting/time  management  skills  but 
has  also  enabled  him  to  penetrate 
schools  usually  unwilling  to  welcome  the 
Army  onto  their  campus. 

“The  main  focus  of  my  speech  is  not 
to  preach  about  the  Army  for  hours  and 
hours.  Instead  I try  to  motivate  young 
men  and  women  to  ‘be  all  they  can  be’  in 
school  and  in  their  personal  activities,” 
he  explained. 

Mercer  stated  that  in  order  for  his 
presentation  to  be  successful  he  couldn’t 
hide  behind  a podium  or  computer,  or 
speak  in  a monotone  voice. 

Instead,  Mercer  uses  his  jar  and  tennis 
balls  to  illustrate  the  delicate  balance  that 
exists  between  goal  setting  and  the 
external  forces  that  can  pose  a threat. 

“The  tennis  balls  represent  goals, 
such  as  good  grades,”  Mercer  explained. 
“I  then  throw  the  goals,  or  tennis  balls, 
into  the  jar.” 

However,  the  jar,  which  mirrors  a 
student's  life,  soon  becomes  cluttered 
with  more  than  just  tennis  balls. 

“I  add  rocks  and  pebbles  which 
illustrate  the  challenges  in  one’s  life. 

Next  I add  sand  which  symbolizes  drug 
addictions.  Finally  I pour  in  some  water 


which  equates  to  peer  pressure  that  can 
result  in  teen  pregnancies. 

Once  the  jar  is  filled,  Mercer  dumps  it 
out. 

“I  try  to  stress  that  if  we  let  all  the 
challenges,  addictions,  and  peer  pressure 
take  over  our  lives,  we  will  never  become 
what  we  want  to  be,”  he  said. 

Mercer  — whose  program  has  been 
lauded  by  local  educators  — has  first- 
hand knowledge  about  the  importance  of 
practical  goal  setting. 

“I  had  some  realistic  and  unrealistic 
goals  in  high  school,”  Mercer  admitted. 

“I  wanted  to  make  Eagle  Scout  before  my 
1 8th  birthday  and  I wanted  to  go  to 
college  and  be  an  electrical  engineer.” 

Mercer  added  candidly  that  at  18,  his 
educational  and  career  goals  were 
unrealistic. 

“My  grades  were  awful,  and  I just 
didn’t  have  the  right  attitude  for  college. 

I was  interested  in  partying  and  girls,”  he 
said. 

In  1989,  Mercer  joined  the  Army 
Reserves  for  four  years. 

Mercer  said  his  enlistment  proved  to 
be  the  right  choice.  After  his  four-year 
commitment,  Mercer  then  joined  the 
active  Army  so  he  could  complete  his 
new  goals. 

“My  original  goals  were  unrealistic,  so 
I changed  them.  Now  my  goal  is  to 
become  an  elementary  school  teacher,” 
he  said.  “I’m  about  one  and  one-half 
years  away  from  fulfilling  that  goal.  The 
Army  will  help  me  reach  my  goal  with  its 
Soldiers  to  Teachers  Program.” 

In  addition  to  his  Take  Charge 
Program,  Mercer  has  joined  forces  with 
the  Maryland  Juvenile  Justice  System. 
Tactical  officers  and  cadets  — presently 
incarcerated  for  juvenile  offenses  — tell 
their  life  stories  to  high  school  students. 

Mercer  said  he  believes  the  cadets’ 
candor  further  stresses  the  importance  of 
setting  goals. 

“Many  of  them  (the  cadets)  say  they 
wish  they  would  have  listened  to  me 
about  goal  setting,”  Mercer  said. 

The  cadets  aren’t  the  only  audience 
impressed  by  Mercer’s  efforts. 

According  to  Mercer,  teachers  from 
other  schools  began  stopping  in  at  his 
presentations.  He  credits  the  successful 


program  for  literally  opening  up  every 
door  to  every  school  in  the  county. 

“I  changed  the  image  of  the  Army,”  he 
stated  proudly.  “The  goodwill  broke 
down  any  barriers  ...  teachers  want  me  at 
their  school  because  I can  provide 
something  to  that  school  instead  of 
taking  from  it.” 

In  fact,  Mercer  said  a philosophy  class 
helped  inspire  him  to  create  his  personal 
adaptation  of  the  Army’s  Take  Charge 
Program. 

“I  learned  in  a philosophy  class  that 
you  can’t  always  go  and  take  from 
something  ...  if  you  do  that,  you  are 
never  going  to  get  back  anything,”  he 
explained. 

According  to  Mercer,  follow-up 
surveys  indicate  that  about  25  percent  of 
students  who  attend  his  goal-setting 
program  notice  an  improvement  in  their 
grades. 

“If  I can  help  some  kids  do  better  in 
school.  I’ll  make  the  world  a better  place 

— it’s  a great  feeling  of  self-satisfaction,” 
he  added. 

While  Mercer  has  given  to  local  high 
schools  in  the  LaVale  area,  high  school 
students  in 
turn  have 
given 
something 
to  Mercer 

— a sense 
of  local 
celebrity 
status. 

“I  was 
skating  at  a 
roller  rink 
and  a kid 
said  ‘hey 
you’re  that 
recruiter 
that  came  to 
our  school 
to  talk  to  us, 

I want  to 
thank 
you,”’ 

Mercer  said 
proudly. 

“I  was 
tickled 
pink.” 


n 


SSG  Steven  Mercer  was 
honored  as  the  Battalion 
Soldier  of  the  Year. 
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Salutes 


Gold  Badges 

RSM  August  2000 


Atlanta 

SSG  Lawrence  Charles 
SGT  William  Mitchell 

Baltimore 

SFC  George  Tiqui 
SFC  Eric  Gaskins 
SFC  L.  Yarborough 
SFC  Gary  Taft 
SSG  Jeffrey  Craig 
SSG  Sean  Carrigan 
SSG  L.C.  Johnson  Jr. 
SGT  Elizabeth  Rivera 
SGT  Keith  Saunders 

Beckley 

SSG  Jerry  Dunbar 
SSG  David  Owens 
SSG  Matthew  Slay 

Chicago 

SFC  Harvey  Jones 
SSG  Jerry  Smith 
SSG  Swaine  Thompson 
SSG  A.  Swaggerty 
SSG  D.  Timmerman 
SGT  C.  Williams 

Cleveland 

SFC  Ronald  Williams 
SSG  Barry  Warren 
SSG  Tracy  Brown 
SSG  James  Lee  Ford 
SGT  Danny  Henthorne 
SGT  George  Elliott 
SGT  AthienaM.  Wildner 

Columbus 

SFC  Kerry  Manion 
SFC  Stanley  Hawkins 
SSG  Kenneth  Clayborn 
SGT  Jerome  Thibaut 

Denver 

SFC  Delmer  Traylor 
SFC  Eduardo  Gonzalez 
SSG  LeafnerTan 
SSG  David  Behm 

Des  Moines 

SFC  Robert  Avis 
SSG  Robert  Morgan 
SGT  Marlin  Jones 
SGT  Steven  Thomas 


Harrisburg 

SFC  Joseph  Freimuth 
SFC  Darrin  Jenkins 
SSG  M.  McCullough 
SSG  Tyron  Mah 
SSG  Paul  Kavanaugh 

Great  Lakes 

SFC  Timothy  Grayson 
SSG  Sean  Davies 
SSG  Hubert  Mejia 
SSG  Lamarcus  Thomas 
SSG  W.  Brewington 
SGT  Demarco  Ragland 

Houston 

SFC  Brian  Greenstone 
SFC  Kenneth  Mullen 
SSG  Thomas  Cochran 
SSG  Leonard  McGinnis 
SSG  Mose  Harrison 
SSG  Robert  Gallagher 
SSG  Michael  Williams 
SGT  Michael  Palmer 
SGT  Gerardo  Rodriguez 
SGT  Patrick  Robinson 

Indianapolis 

SSG  Amie  Randall 
SSG  Michael  Howk 
SSG  Tyrone  Dawson 
SSG  Roberto  Gallardo 
SSG  John  Trowbridge 
SGT  Billy  Case 
SGT  Shane  Jefferies 

Jackson 

SFC  Angela  Smith 
SSG  Jeffery  Barrentine 
SGT  Gillom  Smith 
SGT  Maxile  Felton  III 

Jacksonville 

SSG  Clyde  Howell 

Kansas  City 

SFC  Tony  Majors 
SFC  Thomas  Dixon 
SFC  Kelvin  Ansari 
SSG  Michael  Ader 
SSG  David  Streich 
SSG  Tony  Majors 


Miami 

SGT  Rodney  Tello 
SSG  Patrick  Farrell 
SSG  Renardo  Bastian 

Mid- A tl antic 

SFC  Charles  Lister  Jr. 
SSG  Mark  Holman 
SSG  Henria  Wright 
SSG  John  Hershour 
SSG  Isaac  Baumer 

Milwaukee 

SSG  Ronald  Deutsch 
SSG  Michael  Madden 
SSG  Mark  Williams 

Minneapolis 

SFC  Mark  Hexom 
SSG  Patrick  Adelmann 
SSG  Arthur  Brown 
SSG  Timothy  Johnson 

Montgomery 

SFC  W.  McAllister 
SSG  Henry  Foreman 
SSG  Cleve  Impson 
SSG  Terry  Causey 
SSG  Otis  Nunn 
SSG  David  Kropp 
SGT  Wallace  Bias 
SGT  Lloyd  Mills 

Nashville 

SFC  Kevin  Wade 
SSG  Gerald  Wilson 
SSG  David  Martin 

New  England 

SFC  James  Smith 
SSG  Steven  Post 
SSG  Robert  Tetu  Jr. 
SGT  Todd  Morrissey 
SGT  Brian  Boatner 

New  Orleans 

SFC  Robert  Noble 
SSG  Terry  Cade 
SSG  Douglas  Chappel 
SSGTorri  Butler 
SSG  Timothy  Prevost 
SSG  Marcelo  Taylor 
SSG  Jeffery  Carson 
SGT  A.  Anderson 

New  York  City 

SFC  Miguel  Vasquez 
SFC  James  Proctor 
SSG  Rodney  Major 


SSG  Jose  Giralt 
SSG  Michael  Noye 
SSG  Keith  Jones 
SSG  Charles  Byrd  Jr. 
SSG  Luis  M.  Noble 

Oklahoma  City 

SFC  David  Thornton 
SSG  Gregory  Smiling 
SSG  Maria  Mulroy 
SSG  Joel  Shattan 
SSG  Todd  Beesley 
SSG  J.  Leatherman 
SSG  Horace  Fontenot 
SGT  Sondia  Fontenot 
SGT  John  Wygle 
SGT  Maurice  Jones 

Phoenix 

SFC  Chris  Lopez 
SSG  Valerie  Tucker 
SSG  Vernon  O’Neil 
SSG  W.  Meadows 
SSG  R.  Monreal 
SSG  Gloria  Ingram 
SSG  R.  Mitchell 
SSG  B.  Forsgren 
SSG  H.  Dutcher  III 
SSG  Vincent  Vassar 
SGT  David  Lopez 

Pittsburgh 

SSG  R.  Buchan 
SSG  Mica  Labiche 
SSG  Eric  Hawes 
SSG  Shawn  Crane 
SSG  Michael  Lopez 
SSG  Gary  Smith 
SSG  Kevin  Mock 
SGTD.  Vanderslice 

Portland 

SFC  Rico  Rumph 
SFC  H.  Kahalekai 
SSG  Kevin  Baker 
SSG  Kelly  Moriarty 
SSG  Dennis  Lien 
SSG  E.  Nazimiec 
SSG  Larry  Kadoun 
SSG  R.  Inabnitt 

Raleigh 

SFC  Kenneth  Banks 
SFC  Cheryl  Perdue 
SFC  Kraig  Brown 
SFC  Samuel  Suslik 
SSG  Bernard  Lynch 
SSG  Geraldine  Mack 
SSG  Scott  Blevins 


SSG  Brian  Smith 
SSG  JeffNesbit 
SSG  Paul  Doran 

Sacramento 

SFC  Darnell  Booze 
SFC  Fredrick  Mosley 
SSG  Rene  Lozano 
SSG  James  Bonola 
SSG  Luisito  Ordona 
SSG  Keith  Anderson 
SSG  Jason  Enochs 
SSG  Kevin  Olson 
SGT  R.  Bentley  Jr. 

Salt  Lake  City 

SFC  Johnny  Berry 
SFC  Monte  Loose 
SSG  William  Clarke 
SSG  Morgan  Walker 
SGT  Leon  Junk 
SGT  James  Glynn 

Seattle 

SFC  C.  Feliciano 
SFC  Steven  Mason 
SSG  Keith  Taylor 
SSG  Henry  Grant 
SSG  Jorge  Camargo 
SSG  Roland  Price 

So.  California 

SFC  Clarence  Lovick 
SFC  D.  Celebrado 
SFC  Carl  Halbert 
SFC  John  Aquino 
SSG  Gabriel  Vasquez 
SSG  James  Adams 
SSG  R.  Casarrubias 
SSG  Donna  Wheeler 
SSG  Clay  Istre 
SSG  Stephen  Romero 
SSG  Leslie  Snow 
SGT  Alfonso  Miranda 
SGT  Bart  Vandecar 

St.  Louis 

SFC  Darrell  Rice 
SSG  K.  Kuliczkowski 
SSG  Steven  Cramer 
SSG  Anthony  Brand 

Tampa 

SFC  Edward  Guzinski 
SFC  E.  Lopezvelez 
SSG  Leland  Marlow 
SSG  A.  Johnson 
SSG  David  Smith 
SSG  Tony  Harris 
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Salutes 


Gold  Badges 

RSM  September 2000 


Albany 

SSG  Bernard  Severance 
SSG  Jason  Ploof 
SGT  Edgardo  Huertas 
SC  f Michael  Johnson 
Atlanta 
SFC  Rhuel  Pringle 
SFC  Robert  Turner 
SFC  Marsha  Chambers 
SSG  John  Ross 
SSG  Blanche  Hilliard 
SSG  Kurt  Blankenship 
SSG  Ian  Anderson 
Baltimore 
SFC  Todd  Sanbury 
SFC  Iress  Dean 
SFC  John  Delandro 
SSG  Rhonda  Roberts 
SSG  Carolyn  Ingram 
SSG  Arthur  Cain 
SSG  Johnnie  Reynolds 
SSG  Wanda  Petty 
SSG  Anthony  Balbosa 
SGT  Christine  Griggs 
SGT  Aaron  Hampton 
SGT  Todd  Dreeszen 
Chicago 
SFC  William  Williams 
SSG  Pedro  Ramirez 
SSG  Bruce  Bovenkerk 
SSG  Jeremy  Burton 
SGT  Beverly  Fitch 
Cleveland 
SFC  Byron  Robertson 
SSG  Ted  Kinney 
SSG  Darryl  Morrison 
SSG  Rhonda  Motley 
SSG  Ricard  C.  Wylie  Jr. 
SSG  J.  H.  Szewczyk  Jr. 
Columbia 
SFC  Terry  Jones 
SFC  Joseph  Stokes 
SFC  David  Cone 
SFC  Sidney  Johnson 
SFC  James  Harvey 
SFC  Salbert  Salang 
SFC  Andre  Jackson 
SSG  Willie  Garris 
SSG  Russell  Hopkins 
SSG  Charles  McNally 
SSG  Kelvin  Estis 
SSG  Garson  Abbott 
SSG  Scott  Trumbull 
SSG  Ollie  Green 
SSG  Christopher  Sharp 
SSG  Juan  Dozier 
SGT  Dondra  Cue 
SGT  Ashley  Turner 


Columbus 

SSG  Gregory  Goodwin 
SSG  Michael  Woods 

Dallas 

SFC  Daniel  Jones 
SFC  Joaquin  Aviles 
SFC  Vincent  Jefferson 
SFC  Rohan  Roberts 
SSG  Demetrius  Bibbs 
SSG  Barbara  Ingram 
SSG  Edward  McKiver 
SSG  Juan  Vargas 
SSG  Stephen  Mercer 
SSG  Michael  Carr 
SSG  Albert  LuJan 
SSG  Steve  Williams 
SSG  Durance  White 
SSG  Richard  Hall 
SSG  James  Wilson 
SSG  Andrew  Garza 
SSG  Ronald  Bradshaw 
SSG  William  Pruett 
SSG  Steven  Goldwire 
SSG  R.  Richardson 
SSG  Jef  Fisher 
SSG  Kevin  D.  Wilson 
SGT  Hector  Bonilla 
SGT  Huong  Brackens 
SGT  Kirk  Rogers 
SGT  James  Barnes 
SGT  B.  Middlebrook 
Denver 

SSG  Steven  Holloway 
SSG  William  Massey 
SSG  Jerry  Manzanares  Jr. 
Des  Moines 
SSG  Edwin  Horn 
SSG  Major  Reynolds 
SSG  Patrick  Browning 
SSG  Shawn  Carr 
SSG  Troy  Hobscheidt 
SGT  Scott  Silvay 
Great  Lakes 
SFC  Michael  Caires 
SSG  Keith  Womack 
Houston 
SFC  Howard  Doty 
SSG  Rafael  Garcia 
SSG  Rose  Mikle 
SSG  Willie  Carley 
SSG  Ruben  Alvarado 
SSG  David  Stockwell 
SSG  Melissa  Newbell 
SSG  Terrill  Turner 
SGT  Gerald  Kimbley 
SGT  Stefany  Wallace 
Indianapolis 
SFC  Louis  Davis 
SSG  Wayne  Michael 


SSG  Gregory  Matthews 
SSG  Allan  Connolly 
SSG  Michael  Wheeler 
SSG  Ronnie  Mitchum 
SGT  Robert  Wilson 
Jackson 
SFC  Willie  Briggs 
SSG  Jeffrey  Goudy 
SSG  Willie  Walton 
SGT  Stephanie  Carter 
Jackson  ville 
SFC  Marcus  Lane 
SSG  Stanley  Burch 
SSG  Tobias  Grant 
SSG  Corey  Steffler 
SSG  Robin  Stocking 
SSG  John  Ford 
SSG  Anthony  Booze 
SSG  Marlin  Donaldson 
SSG  Jeffrey  Graf 
SSG  Elliott  Johnson 
SSG  Rudy  Winkler 
SGT  Dexter  Johnson 
Kansas  City 
SFC  Henry  Lasker 
SFC  Bryan  McCarty 
SFC  Thomas  Bush 
SSG  Douglas  Berg 
SSG  Michael  Rush 
SSG  John  Ruiz 
SSG  James  Rawls 
SSG  Danny  Darroch 
SGT  Branden  Hiatt 
Los  Angeles 
SFC  Daniel  Furlano 
SFC  Eddie  Gordon 
SFC  Robert  Steele 
SFC  Juan  Flores-Nieves 
SSG  Wendell  Levy 
SSG  Javier  Gonzalez 
SSG  Jefferey  Braughton 
SSG  Robert  Elwin 
SSG  Johnny  Bryson 
SSG  Timothy  Jones 
SGT  Michael  Dupre 
SGT  V.  Guillencepeda 
Nashville 
SFC  Joseph  Reed 
SSG  David  Wills  Jr. 

SSG  Barry  Donalson 
SSG  Steven  Oliver 
SGT  Anthony  Sweasy 
New  Orleans 
SSG  Mark  Buckner 
SGT  Jeremiah  Metzgar 
CPL  Rahsan  Brown 
New  York  City 
SSG  Anthony  Harris 
SSG  Bemando  Gonzalez 
SGT  Oliver  Beckford 
Miami 

SFC  Patrick  Keough 
SFC  Shellie  McGowan 


SFC  Jorge  Santana 
SFC  Michael  Luff 
SSG  Jose  Roman 
SSG  Anthony  Davis 
SGT  Marcelos  Taylor 
SGT  Bienvenido  Colon 
SGT  William  Butler 
Mid- A tlantic 
SSG  Patrick  Devine 
SSG  Chuck  Nobles 
Minneapolis 
SGT  Tony  Martneau 
Milwaukee 
SSG  Morris  Jones 
SSG  Michael  Smith 
SSG  Mark  Harrell 
SSG  Stephen  Deignan 
Montgomery 
SFC  Ronnie  Nash 
SFC  Marvin  Davis 
SFC  Thomas  Tuttle 
SFC  James  Croal 
SSG  Charles  Womack 
SSG  Theodore  Elliot 
SSG  Brian  Hauke 
SSG  Grover  McIntosh 
SSG  James  Clanton 
SSG  Leslie  Cushinberry 
SSG  Michael  Meskill 
SSG  John  Polleys 
SSG  Lewis  Davis 
SSG  Michael  Pearson 
SSG  Thomas  Hines 
SSG  Terrance  Glenn 
SSG  Thelton  Bell 
SGT  Fredrick  Johnson 
SGT  Zachary  Hicks 
SGT  Tolliver  Johnson 
Oklahoma  City 
SSG  Russell  Ermeling 
Phoenix 

SFC  Ruben  Marquez  Jr. 
SFC  Luis  Gomez 
SSG  Andres  Rodriguez 
SSG  Robert  Shaw 
SSG  Steven  Janotta 
SSG  Aaron  Thompson 
SSG  Valisata  Edwards 
SSG  Tod  Corrigan 
SSG  Jose  Baca 
SSG  Michael  Jacoby 
SSG  Gregory  Smith 
Pittsburgh 
SFC  Michael  Lopez 
SFC  David  Hiltabidel 
SSG  Christopher  Allen 
SSG  Mark  Rice 
SSG  Christopher  Prosser 
SSG  Joseph  Albrecht  III 
Portland 
SFC  Michael  Williams 
SFC  Johnnie  Davis 
SFC  Ame  Campbell 
SSG  Mark  Roberts 


SSG  Tina  Kennedy 
SSG  Darrin  West 
SSG  Rico  Rumph 
SSG  Jason  Stoodley 

Raleigh 

SFC  Glenn  Miles 
SFC  Eddie  J.  Hatcher  Jr. 
SFC  Tommy  Lowe 
SSG  Todd  Tourville 
SSG  Shawn  Mahoney 
SSG  Carlton  Sutton 
SSG  Michael  Mayes 
SGT  Laquawanda  Torain 
Sacramento 
SSG  Saul  Robinson 
SSG  Dennis  Westin 
SSG  Kenneth  Washington 
Salt  Lake  City 
SFC  James  Martin 
SSG  Troy  E.  Gillian  III 
SSG  Tony  Johnson 
SGT  Aaron  Young 
CPL  Jason  Wold 
San  Antonio 
SFC  Kelvin  Mayfield 
SSG  Richard  Garcia 
SSG  Oscar  Posada 
SSG  Dallas  Ketchum 
SSG  Wesley  Woods 
SSG  Brian  Frierson 
SSG  Ernest  Garcia  Jr. 

SSG  Joel  Thomas 
SGT  Gary  Harwood 
Seattle 
SFC  Donald  Timm 
SFC  Joseph  Wulczynski 
SSG  Frank  Handoe 
SGT  E.  Rosario-Gonzalez 
SGT  Joseph  Skeens 
Southern  California 
SFC  Ruel  Espiritu 
SFC  Thomas  Reese 
SFC  Anthony  Betts 
SSG  William  Kopti 
SSG  David  Powell 
SSG  Joseph  Russell 
SSG  Dean  Young 
Syracuse 
SSG  Thomas  Reeve 
SSG  Keith  Bolton 
SSG  Milton  Smith 
SSG  Ronnie  Smith 
SSG  Steven  Rider 
SSG  Todd  Crofoot 
SGT  Jeffrey  McCool 
SGT  Eric  Dingman 
SGT  Kirk  Rogers 
SGT  James  Barnes 
Tampa 

SFC  Nathaniel  Knight 
SFC  Michael  Kelley 
SSG  Juan  Rioscarmonas 
SSG  Steven  Cruz 
SSG  Keith  Williams 
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Salutes 


Morrell  Awards 


RSM  August/September  2000 


Atlanta 

SFC  Robert  Harkins 

Baltimore 

SFC  Lindsey  Streeter 
SFC  Ronald  Richardson 
SFC  Linwood  Walker 


Houston 

SFC  Paul  Mayabb 
SFC  Louis  Jasso 

HQ  USAREC 
Special  Missions 

SFC  Michael  Flores 
SFC  Paul  Carroll 


Miami 

SFC  Errol  Belle 

Milwaukee 

SFC  Raymond  Sweetman 
SFC  David  Brawner 
SFC  Mark  Finney 

New  York  City 


Raleigh 

SFC  Gregory  Dooley 

Salt  Lake  City 

SFC  Gregory  Sanders 


Southern 

California 

SSG  John  Hardin 

1st  AMEDD 


Beckley 

SFC  Marvin  Lee  Edwards 

Dallas 

SFC  Ariel  Velazquez 

Denver 

1SG  Brian  Gault 


Jackson 

SFC  Larry  Veazey 
SFC  William  Schearer 

Jackson  ville 

MSG  Ronnie  Templeton 
SFC  Heriberto  Miranda 


SFC  Shawn  Robinson 

Oklahoma  City 

MSG  Paul  C.  Volpe  II 
SFC  Stephen  Lemaster 

Portland 

SFC  Matthew  Dydasco 


Seattle 

SFC  David  Espinoza 

St.  Louis 

1SG  Guy  Hadom 
SFC  Jeffery  Weathers 
SFC  Douglas  Verplank 
SFC  Glenn  Smith 


1 SG  David  Bower 
SFC  Terry  Carter 

5th  AMEDD 

SFC  Jose  Polanco 

6th  AMEDD 

SFC  Robert  Huey 


Recruiter 

RSM  August/September  2000 


Atlanta 

SFC  Timothy  Garrett 

Baltimore 

SFC  Keith  Matthews 
SSG  Robert  Womer 
SSG  Gary  Goss 
SSG  Jimmie  Johnson 
SSG  Timothy  Meech 

Beckley 

SFC  John  McKinney 
SFC  Donald  Lamb 

Cleveland 

SFC  Brian  Jones 
SFC  Bridget  A.  Sutton 
SFC  Ronald  J.  White 

Columbia 

SFC  Merle  Randall 
SFC  Andre  Howland 
SFC  Joyce  Miles 

Columbus 

SSG  Jason  Horton 


Denver 

SFC  Manuel  Atencio 

Harrisburg 

SSG  Patrick  J.  Trevenen 

Houston 

SFC  Jimmy  Dominguez 

HQ  USAREC 
Special  Missions 

SFC  Darryl  Robinson 
SFC  Jeffrey  Driver 

Indianapolis 

SFC  Ronald  Shankey 
SFC  Anthony  Zucco 

Jackson  ville 

SSG  Shelby  Burroughs 
SSG  Johnathan  Allen 
SSG  Bobby  Vereen 

Kansas  City 

SFC  Raymond  Gadson 
SFC  Aubrey  Bode 
SFC  Stephen  Cole 
SFC  Darron  Howell 


Miami 

SFC  Margarita  Gonzalez 
SSG  Joel  Martinez 

Mid-Atlantic 

SFC  Mary  Carty 

Milwaukee 

SSG  Daniel  Anderson 
SSG  Darlene  Carpino 
SFC  David  Kagan 

Mon  tg  ornery 

SFC  Alton  Seymour 
SFC  Malcolm  Wolfe 

Nashville 

SFC  Mark  Grogan 
SFC  Gregory  Smith 

New  England 

SFC  David  Bums 

New  York  City 

SFC  Antonio  Correa 
SFC  Raymond  Reynolds 
SSG  Palmer  Bryan 
SSG  Paul  Culpepper 


Oklahoma  City 

SFC  Gabriel  Fierro 
SSG  Sean  Stoneman 

Phoenix 

SFC  Robert  Beard  Jr. 
SFC  Francisco  Llenas 
SFC  Armando  Newell 
SSG  Nicholas  McLain 

Pittsburgh 

SSG  Daniel  Kelley 
SSG  Todd  Cercone 
SSG  William  Irvine  Jr 

Portland 

SFC  Peter  Crites 
SSG  William  Eisele 
SSG  B.  Charbonier  Jr. 


Sacramento 

SSG  Todd  Hendricks 

San  Antonio 

SFC  Ernesto  Cuevas 
SFC  Carlos  Santiago 

St.  Louis 

SFC  Lorraine  Oliver 

Tampa 

SFC  Martha  Ann  Milliner 

3rd  BDE  AMEDD 

SFC  John  Bohmer 

5th  BDE  AMEDD 

SFC  Gina  Mallett 
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The  Test 


1.  What  does  the  acronym  E.C.A.S.  stand  for? 

a.  Ethical,  Climate,  Assessment,  Survey 

b.  Ethical,  Caring,  Assessment,  Study 

c.  Energetic,  Caring,  Assessment,  Survey 

d.  Don’t  know 

e.  None  of  the  above 

2 How  many  steps  are  in  the  Leader  Plan  of  Action  Develop- 
ment Process? 

a.  5 

b.  3 

c.  6 

d.  7 

e.  4 

3.  What  is  the  proper  order  for  a Leader  Plan  of  Action? 

a.  Assess,  Analyze,  Develop  Plan  of  Action,  Excellence, 
Execute  Plan  of  Action 

b.  Analyze,  Assess,  Execute  Plan  of  Action,  Excellence, 
Develop  Plan  of  Action 

c.  Assess,  Analyze,  Develop  Plan  of  Action,  Execute  Plan  of 
Action,  Excellence 

d.  Execute  Plan  of  Action,  Excellence,  Develop  Plan  of 
Action,  Analyze,  Assess 

4.  Begin  your  plan  of  action  by your  unit. 

a.  enforcing 

b.  assessing 

c.  asking 

d.  rewarding 

5.  In  Step  3,  you  develop  your  plan  of  action.  First, 

and  consider  several  possible  courses  of  action  to  correct  the 
weaknessess  you  identified. 

a.  develop 

b.  find 

c.  implement 

d.  interrogate 

6.  In  para  2,  it  talks  about  how  a leaders  plan  of  action 

identifies  specific  leader  actions  necessary  to . 

a.  achieve  mission  box 

b.  achieve  improvement 

c.  change  a specific  behavior 

d.  train  effectively 

e.  none  of  the  above 

7.  When  executing  your  plan  of  action,  you  do  it  by , 

, or your  subordinates. 

a.  education 

b.  training 

c.  telling 

d.  counseling 


8.  Finally,  periodically your  unit  to  identify  new  matters  of 

concern  or  to  evaluate  the  effectiveness  of  the  leader  actions. 

a.  test 

b.  counsel 

c.  reassess 

d.  do  nothing 

9.  What  GTA  covers  the  ECAS? 

a.  GTA  22-6-1 

b.  GTA  22-7-3 

c.  GTA  23-56-2 

d.  GTA  33-9-4 

10.  What  is  the  reference  noted  on  the  GTA  22-6-1? 

a.  FM  21-20 

b.  FM  2-1 

c.  FM  22-100 

d.  FM  671-1 

11.  Hypothetically,  if  after  you,  as  the  leader  using  the  GTA  22- 
6-1,  added  up  all  your  sections,  what  would  the  score  99  indi- 
cate? 

a.  Maintain  a healthy  Ethical  Climate 

b.  Take  Immediate  Action  to  Improve  Ethical  Climate 

c.  Take  Actions  to  Improve  Ethical  Climate 

d.  None  of  the  above 

12.  How  many  sections  are  there  on  the  GTA  22-6-1? 

a.  5 

b.  4 

c.  8 

d.  2 

13.  Section  IV,  on  the  GTA  22-6-1,  is. 

a.  Unit/Workplace  Policies  & Practices-  “What  do  we  do?” 

b.  Environmental/Mission  Factors-  “What  surrounds  us?” 

c.  Unit  Leader  Actions-”What  do  I do?” 

d.  None  of  the  above. 

14.  An  answer  on  GTA  22-6-1,  with  a score  of or , 

must  be  addressed  immediately. 

a.  3,4 

b.  1,2 

c.  3,4 

d.  4,5 

15.  What  Appendix  of  FM  22-100  covers  the  ECAS? 

a.  A 

b.  B 

c.  C 

d.  D 

The  answers  to  this  month’s  test  can 
be  found  on  inside  back  cover. 
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1ST  2D  3D  5TH  6TH 


RSM  August/September  2000 


Top  RA  Recruiter 

CPL  L.  Johnson  SGT  P.  Robinson 

(Great  Lakes)  (Houston) 

SFC  J.  Peconge  SSG  J.  McAllister 

( Indianapolis ) ( Oklahoma  City) 

Top  USAR  Recruiter 


SSG  G.  Canteen 
(Mid-Atlantic) 
SSG  R.  Womer 
(Baltimore) 


SSG  J.  Vincent 
(Beckley) 

SSG  R.  Ekdahl 
(Baltimore) 


Philadelphia-North 

(Mid-Atlantic) 

Trenton 

(Mid-Atlantic) 


Rockville 
(Baltimore) 
Hyannis 
(New  England) 

None 

None 


None 

None 


Huntington  WV 
New  York  City 


SSG  B.  Jennings 
(Jacksonville) 
SSG  A.  Story 
(Jacksonville) 


SSG  J.  Resto 
(Jacksonville) 
SFC  M.  Vandyke 
(Tampa) 


Tallahassee  DT 

(Jacksonville) 

Antioch 

(Nashville) 

Brandenton 

(Tampa) 

Jupiter 

(Miami) 

Easley 

(Columbia) 

San  Juan 
(Miami) 
Memphis 
(Jackson) 


None 

None 


Georgia/Alabama 

Carolina 


SGT  D.  Henthome 
(Cleveland) 

SSG  G.  Helding 
(Milwaukee) 

Top  LPSC 

Melrose  Park 
(Chicago) 
Oshkosh 
(Milwaukee) 

Top  OPSC 

LaGrange 

(Indianapolis) 

None 

Top  Company 

None 

None 


Top  Battalion 

None 

None 

Top  AMEDD 

Chicago 

Minneapolis 


SFC  R.  James 
(Kansas  City) 
SFC  R.  Griffin 
(New  Orleans) 


Sioux  City 
(Des  Moines) 
Manhattan 
(Kansas  City) 


Broken  Arrow 
(Oklahoma  City) 
San  Antonio  Main 
(San  Antonio) 

None 
Lafayette 
(New  Orleans 


None 

None 


San  Antonio 
San  Antonio 


SFC  N.  Armando 
(Portland) 

SSG  R.  Young 
(Salt  Lake  City) 


SSG  A.Abadam 
(Portland) 

SSG  J.  Brunner 
(Salt  Lake  City) 


(kiam 

(Portland) 

Guam 

(Portland) 


Sand  Point 
(Seattle) 
Lewiston 
(Seattle) 

None 

Phoenix  Central 
(Phoenix) 


None 

None 


Rocky  Mountain 
Northern  California 


“Be  All  You  Can  Be” 


1 .a.  FM  22- 1 00,  Appendix  D,  Figure  D-2. 

2.  a.  FM  22- 1 00.  Appendix  D.  Figure  D- 1 . 

3. b.  FM  22- 1 00,  Appendix  D,  Figure  D- 1 . 

4. c.  FM  22-100,  Appendix  D,  paragraph  D-3. 

5.  a.  FM  22- 1 00.  Appendix  D.  paragraph  D-4. 

6. b.  FM  22-100,  Appendix  D,  paragraph  D-2. 

7. a.b.d.  FM  22-100,  Appendix  D,  paragraph  D-5. 

8. c.  FM  22-100,  Appendix  D.  paragraph  D-5. 


Answers  to  the  Test 

9.  a.  FM  22- 1 00,  Appendix  D,  paragraph  D-6. 

10. b.  FM  22-100,  Appendix  D,  Figure  D-2. 

1 1 .c.  FM  22- 1 00,  Appendix  D,  Figure  D-2. 

12.  b.  FM  22-100,  Appendix  D,  Figure  D-2. 

1 3. b.  FM  22- 1 00,  Appendix  D,  Figure  D-2. 

1 4. b.  FM  22- 1 00,  Appendix  D,  paragraph  D- 1 4. 

15.  d.  FM  22-100,  Appendix  D,  Figure  D-l. 


